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ABSTRACT 
The ef fect of social processes in the work group on 
training has not been systematica l ly studied . A model is  
proposed that cons iders the inf luence of pre-tra in ing soc ial 
processes and supervi sor credibi l ity on expected training 
ut i l ity , tra ining motivat ion and learning . 
Survey data were collected before and after training in 
organi z at ions from a large southern metropol itan area . 
Social  process variables include group goa l l i nkage , 
e xpected supervisor and work group tra ining transfer 
c l imates , and involvement in tra ining dec i s ion . In 
addition , j ob involvement and supervisor cred ib i l ity were 
assessed . Dependent variables inc luded expected j ob and 
career uti l ity of tra ining , motivation to take tra ining , and 
learning . Tra inee subj ects ( n  = 2 4 5 )  represented d i f ferent 
k inds of organi z ations , types of train ing , and leve ls  with in 
the organ i z at ions . 
LI SREL ana lys is of the model suggested that social  
processes in a work group exerted an inf luence on learning 
new ski l l s . For instance , involvement in the tra ining 
dec ision increased the tra inee ' s  perception of j ob uti l ity 
of tra ining . Job ut i l ity was also predicted by the tra ining 
transfer c l imate provided by the supervi sor . In addition , 
supervisor credib i l ity increased the perce ived j ob uti l ity 
of training . Fina l ly , perce ived j ob uti l ity of training 
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predicted tra ining motivation , which in turn , predicted 
tra ining success . 
The f indings of this research suggest that 
organi z ations should increase trainees ' invo lvement in the 
decis ion to be tra ined , train supervisors to provide support 
for training trans fer , and encourage percept ions of 
supervisor credibi lity .  
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CHAPTER I 
INTRODUCTION 
More organi z ations are recogniz ing the importance of 
training for the company ' s  wel l -be ing . Train ing is 
conducted to increase the performance of the workforce and 
as a means of ful f i l l ing it ' s  respons ibi l ity to its 
employees .  Given the amount of resources that are spent 
annua l ly on pub l ic and pr ivate sector train ing , there has 
been comparative ly litt le research done in the field of 
train ing { Goldste in , 19 8 6 ) . The bulk of the research has 
been focused on discover ing the best way to arrange the 
training content , the most effective tra ining techniques ,  
and the effect of various kinds of individua l differences on 
l earning . Often , this research is carried out in contexts 
far removed from s ituations that tra inees wi l l  encounter in 
real organi z ations . Practit ioners often ignore research 
carried out in laboratories , and often rely on the ir own 
intuition ( or the marketing appea l of s l ick prepackaged 
training materia l s ) . A glance at the content of 
pract it ioner j ourna ls clearly indicates that tra ining and 
deve lopment of emp loyee resources are faddish . The lack of 
research articles and the preponderance of anecdotal 
test imonies ( e .  g . , Gayeski , 1 9 8 9 ; Geber , 1 9 8 9 ; Ladd , 1 9 8 9 ) 
Soc i a l  Processes 
l eads one to suspect that much of organi z at iona l tra ining 
may a l so be inef fective . 
More recent researchers have recogn i z ed that the 
trainee wi l l  not necessar i ly use the new ski l l s  and 
knowledge upon return to the work p lace ( Baldwin & Ford , 
1 9 8 8 ; Noe , 1 9 8 6 . )  Training transfer is indeed the rea l 
measure of tra ining success . Tra ining transfer must take 
place before any effect on the organizat ion can be felt 
( Camp , Blanchard & Huszczo , 1 9 8 6 ) . Despite its crucial 
importance , l itt le research has stud ied what creates a poor 
or good c l imate for tra ining transfer . 
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One problem that has plagued tra ining transfer c l imate 
research is the lack of a theoret ical framework to uni fy the 
contextual and individua l dif ference variables that have 
been proposed as factors in tra ining transfer and tra ining 
trans fer c l imate . Noe ( 19 8 6 )  proposes a number of 
motivat iona l factors that af fect learning and transfer , 
including react ion to the ski l l  assessment feedback , career 
and j ob att itudes , and environmental favorab i l ity . Ba ldwin 
and Ford ( 19 8 8 )  add the requirement of opportunity to use 
the tra ining in the work environment . Neither of the above 
models acknowledges the inf luence of train ing dec is ion 
involvement or spec ifies characteristics of the work group 
and thei r  effect on the tra ining and transfer process . 
Soc i a l  Processes 
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For this study , a model is deve loped which includes 
factors neglected by past research . These variables inc lude 
training decis ion involvement , dec is ion source cred ib i l ity , 
and expected tra ining transfer c l imate . In addit ion , the 
effect of the work group on the tra in ing transfer c l imate is 
spec i f ica l ly addressed . Although past research has studied 
these variables in a piecemea l fashion , l ittle research has 
systematica l ly studied the ir mutua l or interactive ef fect on 
training . The present study is an init ial step to integrate 
the effects of social process into a mode l of tra ining 
transfer . 
Model Overview 
Even before beginning training , an emp loyee may have 
expectations about how eas i ly he or she wi l l  be able to use 
the new tra in ing on the j ob and whether the tra ining wi l l  be 
useful to reach performance or career goa l s . These 
expectations might affect the motivation to take the 
training and to learn the course material . This motivation 
should affect the degree of tra ining success ach ieved by the 
employee . Once the trainee returns to the work context , 
tra ining success and the tra ining transfer cl imate actua l ly 
experienced determine how much of the tra ining can be 
transferred . Whether the tra ining had ut i l ity for the 
Social  Processes 
employee depends on the consequences of using that tra ining 
( see Figure 1 ) . 
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The bulk of the previous l iterature on training 
trans fer has focused on tra ining content va l idity and the 
effect of var ious tra ining methods on tra in ing trans fer . 
{ See Ford and Wroten , 1 9 8 4 , for a recent innovation in 
assess ing training content va l idity , and Burke and Day , 
1 9 8 6 , for a meta-analys is of manager ial tra ining 
techniques . )  Mode ls of tra ining transfer have rarely 
speci fied the condit ions that fac i l itate tra ining trans fer . 
In contrast , this study proposes severa l perceptual and 
s ituationa l variables as antecedents to training transfer . 
This model is different from previous models of tra ining 
trans fer for two reasons . First , it exp l i c it ly recognizes 
the importance of both forma l and informa l conditions that 
exist in the work group context . The character ist ics of 
this work group context are captured by the construct of 
goa l l inkage ( cooperat ive , independent , or compet itive 
behavior between group members ) . Second , it recogn i zes that 
severa l factors contribute to the percept ion of ut i l ity . 
Third , it recognizes that the tra inee ' s  pre-training 
expectation of j ob and career uti l ity of tra ining is 
important to motivat ion to learn and later mot ivat ion to 
transfer . The antecedents to tra ining transfer and tra ining 
J 
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FIGURE 1. MODEL OF THE INFLUENCE OF SOCIAL PROCESSES OF THE 
WORK GROUP ON TRAINING TRANSFER CLIMATE, TRAINING TRANSFER 
AND TRAINING UTILITY. 
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uti l ity are br iefly def ined be low as the model relationships 
are out l ined . Deta iled rationa�for each of the l inks are 
provided in Chapter I I . 
1 .  The mode l proposes that antecedents of expected 
train ing transfer c l imate are forma l structura l arrangements 
of the work group and informa l social arrangements .  Forma l 
structura l arrangements inc lude the reward and task 
structures . Informal arrangements include dependence 
relat ionships between group members ,  qua l ity of past 
interactions , and norms and attitudes towards work ing with 
each other . Together , the forma l and informa l 
characteristics of the work group combine to form a 
cooperative , compet it ive , or independent goa l l inkage . More 
deta i led descr ipt ions of these three goa l l inkage cond it ions 
and hypotheses of their effect on expected tra in ing trans fer 
c l imate wi l l  fol low in a later sect ion . 
2 .  Expected tra ining uti l ity combines career and j ob 
uti l ity , and addresses the trainee ' s  perception of whether 
the training wi l l  provide ski l l s  that wi l l  improve j ob 
performance or chances for career advancement . Career 
uti l ity is the perceived usefulness of the tra ining course 
to faci l itate atta inment of career goa l s , such as getting a 
raise or a promot ion , or taking a more fu l f i l l ing j ob .  Job 
uti l ity is the perce ived usefulness of the tra ining course 
to fac i l itate goa ls assoc iated with the current j ob ,  such as 
Soc ial  Processes 
increased productivity , reduced errors , or better problem 
solving ski l l s . 
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Two antecedents of career and j ob uti l ity are proposed : 
credibi l ity of the source of the tra ining dec is ion and 
involvement in the tra in ing dec is ion . Job uti l ity is 
additiona l ly affected by the expected tra i ning transfer 
c l imate . The cred ibil ity of the person who decides that 
the group member must attend tra ining depends on the 
perceived expertise and trustworthiness of the source . The 
mode l proposes that expectations of training ut i l ity wi l l  be 
positive ly correlated with source credib i l ity , i nvolvement 
in the tra ining decision , and favorable expected tra ining 
trans fer c l imate . More detai led descript ions of these 
antecedents and hypotheses of their effect on expected 
training uti l ity wi l l  fol low in a later section.  
3 .  Tra ining motivation depends on the tra inee ' s  j ob 
i nvolvement and perception of how useful the course wi l l  be 
i n  atta ining j ob and career goals . 
4 .  Tra ining success depends on motivation, i ndividual 
abil ity , and tra ining content and methods . I ndividua l 
abil ity and tra ining content and methods wi l l  not be 
measured . Instead , this study wi l l  look at the l ink between 
motivation and tra ining success . Successful tra ining can be 
demonstrated by favorable react ions to tra ining ,  changes in 
attitude , and increases in knowledge/ski l l . ( Genera l i z ation 
Soc i a l  Processes 
of tra ined behaviors to the j ob ,  norma l ly cons idered the 
acid test of tra ining success , is cons idered separately 
under tra in ing trans fer , below. ) 
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5 .  Exper ienced tra in ing trans fer c l imate is the support 
and constra ints to us ing learned behavior/knowledge on the 
j ob .  It  depends on the goa l l inkage within the work group 
and organi z at iona l arrangements . Goal  l inkage has been 
discussed ear l i er and refers to cooperat ive , independent , or 
competitive goa l l inkage that occurs between the work group 
members . Organ i z ational arrangements cover a variety of 
factors that act as constra ints or supports for the new 
tra ining . These inc lude conditions or iginating outs ide the 
work group , such as resource ava i labil ity and rewards for 
us ing tra in ing . 
6. Tra ining transfer occurs when knowledge and 
behaviors l earned in tra ining are genera l i z ed to the j ob .  
I t  depends both on the level o f  knowledge and ski l l  ga ined 
in tra ining and on the favorabi l ity of the exper ienced 
tra ining transfer c l imate . 
7 .  Experienced tra in ing ut i l ity occurs when training is 
instrumental in improving j ob performance or advancing 
career goa l s . It depends upon the level of tra ining 
transfer and the consequences of exhibit ing the tra ined 
behavior . 
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8 .  Both experienced tra ining util ity and training 
transfer c l imate are l ikely to feedback to expectations for 
ut il ity and transfer c l imate . For instance , i f  the tra inee 
encounters support from coworkers when exper imenting with 
new behaviors , this is l ikely to re inforce or increase 
expectations of favorable tra ining transfer c l imate for 
future tra ining . If  the trainee ' s  attainment of future and 
current j ob goa ls  are affected by the tra ining , then 
expectations for career and j ob spec ific ut i l ity of future 
training is a l so l ikely to be affected . 
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I n  summary , this model of tra ining transfer c l imate and 
training uti l ity expl icit ly recognizes that group goa l 
l inkage affects expected and experienced tra ining trans fer 
c l imate . Expected career and j ob ut il ity of tra ining have a 
causal effect on mot ivat ion to take tra ining and to learn . 
Motivation to learn is one of three factors important in 
training success , which is a prerequis ite for tra ining 
transfer and experienced tra ining ut il ity . Feedback loops 
are proposed to modify future expectations for tra ining 
uti l ity and transfer c l imate . 
The purpose for th is study is to test predictions from 
the f irst hal f  of the mode l , and in do ing so , begin the 
integration of social processes into tra ining research . 
CHAPTER I I  
LITERATURE REVIEW 
Soc i a l  Processes 
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Thi s  chapter reviews se lected areas of the body of 
training and related research . Of particular interest is  the 
research that pertains to social  processes that go on within 
groups and between prospective tra inees and the ir 
supervisors . Us ing variables that past research has 
suggested might be important , the tra ining mode l outl ined in 
the previous chapter is deve loped step by step . The 
fol l owing sect ions cover each var iable in greater deta i l , 
supporting each l ink with previous research or theoretica l 
arguments . In the process , hypotheses are proposed for those 
l inks that wi l l  be tested . 
Expected Tra ining Uti l ity 
Tra ining uti l ity may be def ined as the relevance of the 
tra ining content to current and future j ob demands . It 
includes components of tra in ing content ( j ob relatedness to 
current or future j obs ) and tra in ing diff i culty 
( appropriateness to emp loyee ' s  current sk i l l  leve l ) .  The 
model conceptua l i z es tra ining ut i l ity as two k inds of 
ut i l ity : j ob ut i l ity and career uti l ity . Job tra ining 
Soc i a l  Processes 
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ut i l ity refers t o  expectations that the tra ining wi l l  be 
useful for the current j ob .  Career uti l ity refers to 
expectations that the tra ining wi l l  be useful to attain or 
succeed in a foreseeable j ob .  A training course may a l so 
have uti l ity if  it addresses personal interests , despite 
having l ittle relationship to a tra inee ' s  current or 
foreseeable j ob .  However , for the purposes o f  this study , 
only tra ining uti l ity related to current or foreseeable j obs 
wi l l  be cons idered . 
The mode l proposes that three factors contribute to 
expected tra ining uti l ity : involvement with tra ining 
decis ion , tra ining decis ion source credibi l ity , and expected 
training transfer cl imate . However , expected tra ining 
transfer c l imate is proposed to affect only j ob uti l ity . 
Job uti l ity of tra in ing , is then expected to af fect career 
ut i l ity . 
The next section dea ls  with the effect that emp loyee 
involvement in the dec is ion to be trained might have on the 
expected ut i l ity of the tra ining . 
Involvement in Dec is ion To Be Trained 
In genera l ,  researchers accept that volunteers are more 
committed to their decis ions , and as a result , are more 
motivated to succeed than non-volunteers ( Kies ler , 1 9 7 1 ;  
Salancik , 1 9 7 7 ) . The degree of invo lvement in the tra ining 
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dec i s ion may vary widely between and within organi z ations . 
Involvement may include deciding whether to take any 
training , choos ing one course over another , or choosing a 
t ime to take the tra ining . Individual or group decisions are 
a l so opt ions . Group decis ions may be advantageous to a l l ow 
work and tra ining schedules that minimi ze d isrupt ion of 
group productivity . The subordinate may a lso be given some 
choice in when training is taken and helped to set goa ls  for 
training comp let ion . 
Two studies have examined the relationship between 
participation in tra ining dec i s ion and tra ining outcome . 
Hicks and Kl imoski ( 1 9 8 7 } manipulated part icipat ion in 
training dec is ion for a management training program . 
Results suggested that vo luntary rather than required 
participation in tra ining was associated with stronger 
be lief that the course was appropriate , more commitment to 
the decision to be tra ined , h igher motivation to learn , more 
satis faction with train ing , h igher self report of learning , 
and h igher scores on an achievement test . In the second 
study , Ryman and Biersner ( 19 7 5 ) found that choice in 
training dec i s ion is pos itive ly related to tra ining success 
and negative ly re lated to voluntary dec i s ion to withdraw 
from training . The effects reported in these two studies 
may have occurred because voluntary tra ining resulted in 
higher perceived uti l ity for j ob or career goa l s . 
Soc i a l  Processes 
G iven that invo lvement is  associated with h igher 
commitment than noninvolvement ( Anthony , 19 7 8 ; Coch & 
French ) , ind ividuals are l ikely to view training decisions 
favorably if they participated in the dec i s i on .  The mode l 
proposes that involvement in the tra ining deci s i on should 
result in higher expected tra ining uti l ity .  The fol lowing 
hypothes i s  i s  proposed . 
H . 1a .  Higher level s  of perceived 
tra ining decision involvement wi l l  be assoc i ated 
with h igher expected j ob ut i l ity . 
H . 1b .  Higher leve ls  of perce ived 
tra ining decis ion involvement wi l l  be associated 
with h igher expected career uti l ity . 
Tra ining Dec is ion Source Credib i l ity 
The credib i l ity of the tra ining dec i s ion source may 
we l l  have a bear ing on the expected tra in ing ut i l ity . 
1 3  
I lgen , Fisher and Taylor ( 1 9 7 9 )  proposed that credibi l ity o f  
the decision source is  seen as being made of two components : 
expertise and trustworthiness . These two factors are 
critica l to acceptance of feedback . A perception of 
expert ise occurs when an individua l bel ieves that another 
person has knowledge of the j ob requirements ,  competence of 
the indivi dual,  and tra ining content . Knowledge of career 
paths in the organization may also be a factor . A 
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perception of trustworthiness occurs when an individual 
bel ieves that another person is  character istica l ly honest , 
open , and fair when deal ing with the individua l .  
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Throughout the fol lowing sections on expertise and 
trustworthiness , performance appraisal feedback research is  
c ited . This  body of research is  used to support the idea 
that tra ining decision source credibi l ity is important to an 
individua l ' s  perception of tra ining course uti l ity . 
Expertise 
Tra ining taken as a result of an expert source ' s  
decision may be viewed as having ut i l ity for the prospect ive 
trainee because it is based on a knowledge of the j ob 
requirements and the individua l ' s  abi l ities and desires . 
Somet imes the dec is ion to give tra ining is  made at the 
corporate or departmenta l  level . B lanket dec i s ions that 
everyone must receive the same tra ining may not be viewed as 
be ing based upon h igh leve ls  of expert ise , because the 
trainee may be lieve that the informat ion base is  
insuff icient . However , decisions that originate c lose to 
the employee may be seen as be ing based on knowledge of 
particular j ob demands and actua l j ob performance , as wel l  
a s  knowledge o f  the individua l ' s  career goa l s . ( Perce ived 
expertise of the source , not which source influences the 
deci sion , is the issue here . The inf luence of source , or 
Social  Processes 
involvement in the tra ining dec i s ion , has a lready been 
covered in the previous section . ) 
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Expertise is  ga ined through j ob knowledge , opportunity 
to observe a representat ive sample of the j ob performance , 
and knowledge of the individua l ' s  goals . Severa l  examples 
of performance appra isal research suggests that opportunity 
to observe performance is espec ia l ly important in an 
individua ls ' wi l l ingness to accept and respond to feedback . 
For example , Tuckman and Ol iver ( 1 9 6 8 )  report that teachers 
were more l ikely to show improved performance in response to 
feedback from their students than from supervisors . The 
researchers proposed that performance improved because the 
teachers accepted students ' feedback due to the ir greater 
opportunity to observe the teachers ' classroom performance .  
Greenberg ( 19 8 6 )  surveyed middle managers and found that one 
of the factors af fect ing percept ions of performance 
appra isal fa irness was the rater ' s  fam i l iar ity with the 
ratee ' s  work . S imilar findings by I lgen and Barnes-Farre l l  
( 1 9 8 4 ) and Landy , Barnes , and Murphy ( 19 7 8 )  further support 
the importance of opportunity to observe as an important 
factor in feedback acceptance . 
Few compari sons have been made of the expertise of 
various sources who make tra in ing decis ions . However , there 
is some indirect evidence that expertise may have an effect 
on the perceived uti l ity of tra ining courses . In two 
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studies mentioned ear lier ( Hicks & Kl imoski , 1 9 8 7 ; Ryman & 
B i ersner , 1 9 7 5 ) , voluntary part icipation in tra ining 
programs resulted in pos itive outcomes . A poss ible 
interpretat ion of these results may be that the tra inee 
viewed him or herself as having more expertise than the 
organi z at ion concerning tra ining needs . 
There seems to be ample support for acceptance of j ob 
performance feedback from wel l  informed sources . In 
addition , leadersh ip research suggests that expertise in 
technical and organizational knowledge is  assoc iated with 
increased acceptance of suggestions to improve performance 
( Katz & Kahn , 1 9 7 8 ) . Student ( 1 9 6 8 )  found that employee 
response to supervisors who used expert power resulted in 
higher qual ity and reduced cost performance . S imi lar 
patterns of acceptance of feedback and suggest ions from 
expert sources are also l ikely to inf luence the tra ining 
process . The model proposes that tra ining deci s ion source 
expert ise results in higher expected tra ining ut i l ity . 
Expert sources are l ikely to be viewed as knowing what 
training wou ld be useful for an individua l to meet j ob and 
career goal s .  Th is  leads to the second hypothes i s . 
H . 2a .  High expert ise sources of 
tra ining dec is ions wi l l  be pos itively corre lated 
with expected job ut i l ity of tra ining . 
1 6  
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H . 2b .  High expert ise sources of  
tra ining decis ions wi l l  be  positive ly correlated 
with expected career uti l ity of training . 
Trustworthiness 
1 7  
In addition t o  feedback source expertise , trust i n  the 
intent ions of the source are thought to be important to 
credib i l ity ( I lgen et a l . , 1 9 7 9 ) . When a source i s  viewed 
as being characteristical ly honest , open , and fair with the 
individua l ,  he or she is l ikely to be seen as be ing 
trustworthy . Aga in , the performance appra i s a l  l iterature 
offers ins ights into the importance of trustworthiness of 
the source of feedback . I f  an individual fee l s  that the 
rater has ulterior mot ives for giving a low rat ing , trust in 
the rater is  low ( Dobbins , Platz , & Cardy , in press ) . 
D i strust in the accuracy of ratings may be j ust i f i ed . 
Interviews with executives giving performance appra isals 
i l lustrates that ratings often are purposely distorted 
( Longenecker , 1 9 8 7 ) . 
Trustworthiness seems to be one of the condit ions 
needed to bui ld wi l l ingness to act on information about 
skil l  deficienc ies . As an examp le where trust was lacking 
in the motives of the source giving feedback , Hogan , F i sher , 
and Morri son { 1 9 7 4 ) report that players in the Pr isoner ' s  
D i lemma game refused to respond to performance feedback 
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given by compet itive opponents , but did respond to 
cooperative opponents . 
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An employee may suspect the motives of someone who 
sends them to tra ining , part icularly when the emp loyee does 
not agree with feedback that they need training . The model 
proposes that the trust in the source of tra ining w i l l  
a ffect j ob and career uti l ity . T o  the extent that the 
employee does not trust the mot ives behind a dec i s ion that 
they must take tra ining , bel ief that the tra ining wi l l  have 
j ob or career uti l ity wi l l  be low . The employee must be 
conf ident that the decis ion is  based on concern for the 
employee ' s  future , not ulterior mot ives on the part of the 
decision maker . 
Hypotheses 3 a  and b are based on the rationa l that in 
order for the tra ining course to be seen as having j ob or 
career uti l ity , the employee must be convinced that the 
decision source is trustworthy . 
H . 3 a .  Trust i n  the source o f  the 
tra ining decision wi l l  be pos itively correlated 
with greater expected j ob ut i l ity of tra ining . 
H . 3 b .  Trust i n  the source o f  the 
tra ining decis ion wi l l  be pos itive ly correlated 
with greater expected career uti l ity of tra ining . 
A brief summary of what has been proposed so far may be 
useful at this  point . F irst , it is  proposed that employee 
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percept ions of expected tra ining uti l ity inc lude the 
usefulness of the tra ining for atta ining des ired career and 
j ob goa l s . Second , invo lvement in the tra ining dec i s ion 
wi l l  increase expected tra ining uti l ity by a l lowing choice 
of more goa l-related courses . Third , the expected uti l ity 
of the tra ining course may depend on the perception that the 
deci s ion source has taken the individua ls ' needs and des ires 
for tra ining into account . A credible source would be 
perceived as having expert ise and being trustworthy . 
Expertise increases with j ob knowledge and ampl e  opportunity 
to observe the j ob performance . These would a l low the 
source to assess tra ining needs accurate ly . Trust in the 
feedback source is developed dur ing an extended relationship 
in whi ch cooperative motives are perceived . 
The f inal factor , expected tra ining transfer c l imate , 
direct ly affects only j ob ut i l ity of tra ining . It is 
covered in the next sect ion . First tra in ing transfer 
c l imate wi l l  be def ined , and then the concept of goal 
l inkage i s  deve loped as a factor in tra ining transfer 
c l imate . 
Expected Tra ining Transfer Cl imate 
Tra ining transfer c l imate may be def ined as the support 
or constraints to genera l i z at ion of tra ined behavior at the 
work s ite ( Ba ldwin & Ford , 19 8 8 ) . One of the factors that 
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determines whether an employee expects a tra ining course to 
be useful may be whether hej she expects to be helped or 
constra ined from using the tra ining upon return to the j ob .  
Organi z ational arrangements of phys ica l and f inanc ial 
resources to use the tra ining are obvious ly helpful , i f  not 
necessary for tra ining transfer . However , of more interest 
to this  study is the effect of the interdependence between 
work group members . The concept of goa l l inkage is  used to 
summari z e  three sets of be l iefs about the forma l and 
informa l interdependence between work group members .  Goa l 
l inkage originates in the nature of the task and reward 
interdependence and is expressed in the att itudes , va lues , 
and interaction norms of the group members .  Each type of 
goal l inkage is  hypothes i z ed to have differing effects on 
the nature of the expected tra ining trans fer c l imate . Goa l 
l inkage is  a rather " fuz zy" concept . Therefore , before 
address ing goal l inkage itsel f ,  a reasonably deta i l ed 
discussion of task and reward interdependence wi l l  be 
presented . This  w i l l  be followed by a di scuss ion of the 
three kinds of perce ived goa l l inkages that result . Thi s  
section wi l l  conc lude with hypotheses about the ef fects o f  
goal l inkage o n  expected training transfer c l imate . 
Task Interdependence/Workf low 
Research has demonstrated that the character of the 
interactions between individual s  in a work group is affected 
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by the type of interdependence between them . Task 
interdependence is  created by a task des ign that requires 
one of four workflow patterns . Workf low i s  an exchange of 
mater i a l s , informat ion , and service between coworkers . 
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Workf low can be defined by the pattern of the f low of 
services , materials , and informat ion through a work group 
{ Thompson , 1 9 6 7 , p 5 4 - 6 5 ; Van De Ven , Delbecq , & Koenig , 
Jr . ,  1 9 7 6 ) . Workflow patterns have been categori z ed as 
independent , sequential , reciprocal ,  and team ( Van De Ven et 
a l . ,  1 9 7 6 ) . F igures two through f ive present graphic 
representations of these workf low patterns . 
Independent workflow is  character i z ed by services , 
materials , and information enter ing and leaving the work 
group , with the f inal work product be ing the work of one 
person . No interaction with other work group members is  
required . The work of bank tel lers is an example of 
independent workflow.  
Sequenti a l  workflow is  characterized by services , 
materi a l s  and information enter ing and leaving the work 
group , with a series of additions made to the work product 
by each worker in succession . The unf inished product 
travels through the work group in one direction only . 
Assembly l ines are the classic example of sequent i a l  
workflow .  
S o ci a l  Pro c e s s e s  
WORK ENTERS UNIT 
WORK LEAVES UNIT 
F IGURE 2 .  INDEPENDENT WORK FLOW. 
From "Det erm in ant s of Coord in at i on M od el s  W ith in 
Org an iz at i on s" by A .  H. V an De V en, A. L. D elbe cq and R. 
Koen ig, Jr. ,  1976, Am eri c an S o ci o l ogic al Rev i ew, ±2, pp. 
334, 335. 
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WORK ENTERS UNIT 
WORK LEAVES UNIT 
F I GURE 3 .  SEQUENTIAL WORK FLOW. 
From "Det e rm in ants of C oordin ati on Mod els Within 
Org aniz ati ons" by A. H. V an D e  V en, A. L. D elb e cq and R. 
Koenig, Jr., 1976, Amer i c an S oci ol ogi cal Review, �' pp. 
334, 335. 
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WORK ENTERS UNIT 
WORK LEAVES UNIT 
F IGURE 4 .  REC IPROCAL WORK FLOW. 
From "Determin ants of Coordin ation Mod e ls Within 
Org an iz at i ons" by A. H .  V an De V en, A. L .  D e lb e cq and R .  
Koenig, Jr., 1976, American Sociological Review, ±1, pp. 
334, 335. 
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WORK ENTERS UNIT 
WORK LEAVES UNIT 
FIGURE 5 .  T EAM WORK FLOW. 
F r om "Det e rmin ants of Coordinati on Mod e ls W ithin 
O rg an iz ati ons" by A. H. V an De V en, A. L. D e lbe cq and R. 
K oenig, Jr . ,  1976, Ame ri c an Sociological Review, 1_1_, pp. 
334, 335. 
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Reciprocal workflow i s  character i z ed by an exchange of 
services , materials , and information among work group 
members to provide a fina l work product . The unfinished 
work may be passed back and forth between members severa l 
times before fina l ly pass ing out of the work group area . 
Research papers that are the product of severa l authors are 
often an example of reciproca l workflow .  
Team workflow is character i z ed by work be ing done 
j o intly by work group members . Problem diagnos is , problem 
solving , or col laboration occurs when the group meets 
together , with the group dea l ing with the work a l l  at the 
same time rather than individua l ly ,  sequentia l ly , or 
reciproca l ly .  Sports events and surgical operat ions are 
examples of team workf low .  
Reward Interdependence 
The nature of the workf low l imits the k inds of reward 
structures that are feasible for the group . The more 
complex the workflow ,  the more diff icult it is to separate 
each individua l ' s  contribution to the group effort . Thus 
independent workflow is l ikely to be rewarded on the bas is 
of individual product ivity , whi le team workflow i s  more 
l ikely to be rewarded for tota l team productivity . 
Performance appra isal criteria and reward structures s igna l 
to work group members what kinds of behaviors wi l l  result in 
favorable outcomes . Ample support exi sts to demonstrate that 
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helping behavior increases for group based rewards and 
decreases for individua l and competit ively based rewards 
( Johnson & Johnson , 1 9 7 8 ) . 
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Deutsch ( 19 4 9 }  proposed one o f  the f irst theories of 
the effects of cooperation and competition on sma l l  group 
funct ioning . According to Deutsch , promot ive 
interdependence ( cooperat ion ) occurs when one member of the 
group atta ins a goa l only if a l l  other members of the group 
attain theirs . Helping other members makes goa l attainment 
more l ike ly for a l l . Hindering other members makes goa l  
attainment less l ikely for a l l . Conversely , contrient ly 
interdependence ( competition) occurs if one member ' s  goal 
atta inment prevents any other members from attaining it . 
He lp ing other members attain the goal makes it less l ikely 
that the individua l wi l l  attain the goa l . Hinder ing other ' s  
goal attainment will  make the ind ividual ' s  goa l  atta inment 
more l ikely . 
Deutsch establ ished a series of testabl e  hypotheses 
regarding mot ivat ion , communication , group productivity , and 
interpersona l relat ions with other members .  These have been 
the seed of much of the social  psychology body of research 
on interdependence carr ied out s ince then . Of part icular 
interest to this  invest igat ion are the hypotheses related to 
helping/hindering behaviors in competit ive and cooperative 
goal s ituations . Deutsch proposed that helping behaviors 
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are seen as goa l promotive in cooperative goa l s ituat ions , 
while  hindering behaviors are seen as goal promotive in 
competitive goal s ituat ions . General ly ,  research seems to 
support these hypotheses ( Johnson , Maruyama , Johanson , 
Nelson , & Skon , 1 9 8 1 )  
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Deutsch ' s  theory and hypotheses provided the framework 
for categori z ing the goa l l inkage that develops in a group . 
This construct i s  developed in the next section . 
Perce ived Goal Linkage 
Goa l Linkage Theory ( Tj osvold , 1 9 8 4 , 1 9 8 6a , 1 9 8 6b)  
expla ins the effect of different perceptions of task 
interdependence and reward structure on the behavior of 
individual s  in organizations . These perceptions are based 
on both forma l and informa l factors . Forma l structural 
arrangements are a product of task des ign and the reward 
system . Workf low patterns a l l ow group members an 
opportunity to af fect the goa l atta inment of others in the 
group through helping or h inder ing behavior . Reward 
structure serves as a cue for whether helping , hindering , or 
independent behavior is most l ikely to result in goa l 
attainment for an individua l in the work group . The task 
and reward characteristics of the work group s ituation tend 
to encourage some behaviors , attitudes , and values , and 
d iscourage others . These va lues and att itudes , mutua l 
dependence , and past interact ions characteri z e  the informa l 
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social  arrangements . These forma l and informa l factors 
influence each other and result in three possible 
percept ions of goal l inkage between work group members :  
cooperat ive goa l l inkage , independent goa l l inkage , and 
compet itive goa l l inkage ( see Figure 6 ) . 
Cooperat ive Goal Linkage is  assoc iated with formal 
structura l arrangements that are based on group tasks and 
rewards for j oint success . Informa l soc i a l  arrangements are 
characteri z ed by perceptions of shared vis ion , a sense of 
community , support norms , compatible goa l s , and conf idence 
and trust in coworkers .  Th is results in expectat ions that 
work and rewards will  be distr ibuted fairly , abi l it ies wi l l  
b e  exchanged , and that conf l ict wi l l  be dea lt with 
productive ly ( see Figure 6 a ) . 
Independent Goal Linkage is  assoc iated with formal 
structura l arrangements that are based on independent tasks 
and rewards for individua l success . Informa l social  
arrangements are characteri z ed by percept ions of individual 
goa l s , impersona l dea l ings with coworkers , and ind i f ference 
to coworker goa l s . This results in expectat ions of 
explicit instructions and criteria for performance , us ing 
abi l ities for one ' s  own benef it , and an avo idance of 
conf l ict ( see F igure 6b) . 
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From " The Dynamics of Interdependence i n  Organ i z ations" by 
D .  Tj osvold , 1 9 8 6 ,  Human Re lations , Q,  pp . 527 , 528 . 
Copyr i ght 1 9 8 6  by Dean Tj osvold . 
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Compet itive Goal Linkage is  associated with forma l 
structura l  arrangements based on independent tasks and win­
lose rewards . Informa l social  arrangements are 
characteri z ed by percept ions of individual goa l s , and norms 
of hosti l ity and outdoing one another , suspi cion about the 
motives of others , and incompatible goals . This  results in a 
desire for forma l rules to regulate work and rewards , us ing 
abi l it ies for one ' s  own benefit and aga inst others , and 
either an esca lat ion or avoidance of confl ict ( see Figure 
6 c ) . 
Dean Tj osvo ld and his associates have done extens ive 
work on goa l l inkage theory and have explored the usefulness 
of the theory to explain behavior in organ i z at ions 
( Tj osvold , Andrews & Jones , 19 8 3 ; Tj osvold 1 9 8 4 , 1 9 8 6a , 
1 9 8 6 b ,  1 9 8 8 ) . Cooperat ive goa l s ituations were associated 
with posit ive feel ings about past and future success , 
sharing resources , low embarrassment , improved relationships 
with peers and supervisors , col laborat ion between 
departments and h igher product ivity (when compared with 
competitive goa l s ituat ions . )  Independent goa l s ituations 
had conditions s imi lar to competitive goa l  s ituations , 
except with lower levels  of embarrassment and hosti l ity 
( Tj osvold 19 8 6 , 1 9 8 8 ) . These results support previous 
research on the relative effect iveness of a variety of goa l 
structures . A meta ana lys is  of 1 2 2  studies found that 
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cooperative goa l structures were more effective than e ither 
competitive or individual goals , and that there was no 
sign i f icant d i fference between independent and competit ive 
goal structures ( Johnson , Maruyama , Johnson , Ne lson & Skon , 
1 9 8 1 )  . 
Expected tra ining transfer c l imate may be affected by 
goal l inkage . Work situations are l ikely to favor trans fer 
of tra ining when coworkers are wi l l ing to share knowledge 
and help recent tra inees . A more deta i led d iscuss ion of the 
effect of goa l l inkage on training transfer c l imate fol lows . 
Effect of Goa l Linkage on Expected Tra ining Transfer C l imate 
Tra ining transfer cl imate can provide support or 
constra ints to the genera l i zation of trained behavior at the 
work s ite ( Baldwin & Ford , 1 9 8 8 ) . Its antecedents have not 
been systemat ica l ly studied . However , tra ining research 
l iterature does show a few examples of studies examining the 
theoretica l or emp irica l relat ionship of tra ining transfer 
c l imate to learning . There is  wide speculat ion that 
environmenta l  favorabi l ity ( Baldwin & Ford , 1 9 8 8 ; Goldstein , 
19 8 6 ; Noe , 19 8 6 )  affects tra ining transfer . The Noe model 
speculates that environmental favorabi l ity inf luences 
motivation to learn , retention , and motivation to transfer 
train ing . These , in turn , inf luence the genera l i z ation and 
ma intenance of tra ined behavior actua l ly acquired by the 
trainee . Although Noe emphas i z ed the importance of 
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environmenta l  favorabi l ity for tra ining outcomes , the Noe 
and Schmitt ( 1 9 8 6 )  empir ical study of h i s  tra ining 
motivation model did not include a test of the effect of 
environmenta l  favorabi l ity . S imilarly , the Baldwin and Ford 
( 19 8 8 ) tra ining transfer model has not been speci f ica l ly 
tested . 
The c l imate for tra ining transfer i s  thought to be 
c losely related to the same conditions that affect 
organi z at i onal learning c l imate ( Goldstein , 1 9 8 6 ) . Support 
or constraints may come from supervisors and peers . In 
addition , the opportunity to use the tra ining must be 
present before it can be exhibited ( Baldwin & Ford , 1 9 8 8 ) . 
The practitioner l iterature has emphas i z ed the importance of 
positive transfer cl imate (Al len , 1 9 8 7 ; Al len & S i lverzwe ig , 
19 7 6 ; Bahn , 19 7 3 ; Sims Jr . , & Manz , 1 9 8 2 ) . 
Baumgartel and Jeanpierre ( 1 9 7 2 ) stud ied the transfer 
of technica l training for Indian managers after they 
returned to their home off ice . Cl imate factors associated 
with positive training trans fer were organi z ationa l approva l 
of innovat ion and tra ining content , expressed encouragement 
from the organi z at ion for the managers to use their 
technical tra ining , and open communication among managers . 
These effects were part icularly apparent for lower level 
managers who might not have had status to overcome 
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Much o f  the l iterature has focused on negat ive rather 
than posit ive tra ining and transfer cl imates ( Bahn , 19 7 3 ; 
Salinger , 1 9 7 3 ) . For instance , S a l inger l i sts 1 0  
disincent ives t o  effective employee tra ining and 
development . These include macro issues of top management ' s  
lack of understanding and involvement in def ining the 
obj ectives of training , reward systems that do not reward 
managers who effect ive ly tra in/ deve lop subordinates , and 
lack of budgetary support for systemat ic tra ining . Tra ining 
is  often carried out on a h it or miss bas is , with l itt le 
thought as to whether training advances organi z ationa l 
goa l s . This  s igna ls to managers and supervisors that 
subordinate tra ining and development is not rea l ly an 
important part of their j obs . 
In addition , the more micro factors of the 
training/ transfer cl imate encountered at the work group 
level are biased aga inst employee development . Emp loyees 
may f ind that workload is not adj usted during and after 
training , not ice of required training is rece ived too late 
to effective ly p lan work schedules , l imited coaching in new 
ski l ls i s  ava i lable , and attempts to use new ski l ls are met 
with impatience . In addition , the course content often 
bears no resemblance to what is actua l ly needed in the work 
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place , and may even promote work methods that are 
counterproduct ive to work procedures current ly in use . This  
i s  the result of l ittle management involvement in the needs 
analys i s , if one was in fact carried out . 
It has long been recognized that group norms and 
attitudes p lay a big part in soc i a l i z ing and control l ing 
behavior of members ( Cartwr ight & Zander , 1 9 6 8 ; Festinger , 
Schachter & Back , 1 9 6 8 ) . More recently , it has been 
recogni z ed that group norms p lay an important part in 
increas ing or decreas ing tra ining transfer to j ob s ite 
behavior (Al len , 1 9 8 7 ; Allen & S i lverzwe ig , 1 9 7 6 ) . Norms 
signa l to recent tra inees what parts of training are 
accepted by the work group as the way things are " rea l ly 
done . " When work group norms coincide with tra ining 
procedures , ski l led members serve as models  for the tra inee , 
thus reinforc ing the new behaviors . Supervisors may a lso 
play a part in the model ing and coaching process ( Byham , 
Adams & Kiggins , 1 9 7 6 ; S ims Jr & Manz , 1 9 8 2 } . D iscussion of 
supervisors ' expectat ions before and after tra ining , goa l 
setting sessions , and other indications of supervisor 
support for tra ining trans fer have been shown to be 
effective in increas ing genera l i zat ion of new behavior 
( Ehrenberg , 1 9 8 3 ; Marx , 1 9 8 2 ; Michalak , 1 9 8 1 ;  Reber & 
Wa l l in ,  1 9 8 4 ; Wexley & Baldwin , 1 9 8 6 ) . Thus , both 
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Coworker and supervisor resistance to tra ining may be a 
real cha l lenge to tra ining transfer . One author has 
suggested that in some c ircumstances , counter- training is  a 
problem that actua l ly nul l i f ies efforts to introduce new 
behaviors in the work place ( Bahn , 1 9 7 3 ) . Countertra ining 
i s  defined as an informal force that " involves molding of 
knowledge , ski l l s  and att itudes re lated to the j ob that are 
contradictory to those taught in forma l company tra ining" 
( Bahn 1 9 7 3 , p .  1 0 6 9 ) . Bahn suggests that one powerful 
underlying reason that countertra ining may occur is  
resistance ar is ing from the existence of forma l and informa l 
rewards for habitua l behavior patterns . For instance , 
company orientation tra ining may emphas i z e  teamwork , but 
reward structures may be perceived as rewarding competit ive 
behavior . Employees may refuse to ass ist tra inees , and may 
even go so far as to sabotage trainee efforts to reach 
performance and career goals . 
Goa l l inkage theory , discussed ear l ier , provides a 
theoretica l framework for explaining many of the factors 
involved in supervisor and peer support for tra ining 
transfer . Perceived goa l l inkage is  l ikely to have a strong 
effect on the tra ining transfer cl imate of a work group via 
the structure of reward cont ingencies and the associated 
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va lence o f  helping behavior toward other work group members . 
I n  cooperat ive goa l l inkage , a group member could view 
help ing behavior ( i . e . , assuming part of the workload during 
and after tra ining , answering questions about new 
ski l l s / knowledge , coaching early attempts to use tra ining , 
etc . ) to be instrumenta l to his jher reward atta inment . 
Competitive goa l l inkage would be predicted to l ead to 
hindering behaviors in order to maximi z e  goa l  attainment . 
The ef fect of an independent goa l l inkage wi l l  be more 
s imi lar to compet itive reward structure . 
To date , supervisor support for tra ining trans fer has 
been more extens ively studied than work group support ( e . g . , 
Bahn , 1 9 7 3 , Baumgartel & Jeanpierre , 1 9 7 2 ; Sal inger , 1 9 7 3 ; 
S ims , Jr & Manz , 1 9 8 2 ) . This  is  perhaps appropriate where 
work group tasks are princ ipal ly independent of each other . 
However , a s  the group tasks become more and more 
interdependent ( as in rec iproca l and team workflow ) , it is  
important to cons ider the effect of work team behavior on 
training transfer . Hence the focus of this  research wi l l  be 
on ident i fying work group rather than supervisor support for 
training transfer . 
Goa l Linkage Theory makes several predictions about the 
conditions under which help ing behaviors might be exhibited 
by work group members . Cooperat ive goa l l inkage should be 
associated with expectations of helping behaviors rather 
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than hindering behaviors from other team members . 
Competitive goa l l inkage wi l l  be associated with 
expectations of few helping behaviors and more h indering 
behaviors from other team members .  Independent goa l l inkage , 
of itse l f , should neither encourage nor discourage helping 
behaviors . However , heavy workloads wi l l  d iscourage 
knowledge sharing and helping behavior ( s ince it interferes 
with ass igned duties ) , so the net ef fect wi l l  be to 
discourage shar ing and helping behaviors . Therefore , 
independent goa l l inkage wi l l  a l so be assoc iated with 
expectations of fewer helping behaviors from other team 
members .  The hypotheses that fol low are based on these 
predict ions about behaviors l ikely to be associated with 
training transfer cl imate . 
H . 4 Cooperat ive goa l l inkage w i l l  be 
pos it ively assoc iated with expected tra ining 
transfer c l imate . 
H . 5 Competitive goa l l inkage wi l l  be 
negative ly associated with expected tra ining 
transfer c l imate . 
H . 6  Independent goa l  l inkage wi l l  be 
negative ly associated with expected tra ining 
transfer c l imate . 
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The mode l being proposed suggests that the third factor 
in expected j ob training uti l ity is the employee ' s  
expectat ions of favorable or unfavorable tra ining transfer 
c l imate . The work group member may be l i eve that there w i l l  
b e  support from peers when they attempt t o  genera l i z e  the 
training to the j ob .  On the other hand , work group members 
may bel i eve that no one w i l l  be wi l l ing to help them or be 
receptive to initial experiments in using the tra ining on 
the j ob .  Some training ( especia l ly interpersona l training ) 
requires cooperation with other people in order to make 
effective genera l i zation possible . If  the tra inee bel i eves 
that there wi l l  be no opportunity to use the tra ining 
because other work group members resist its use , the ir 
training may not be seen as having j ob uti l ity . However , if  
the training trans fer c l imate is seen as conducive to us ing 
the tra ining , then tra ining should result in a high j ob 
uti l ity . 
H . 7 Expected tra ining c l imate wi l l  be 
pos itively correlated with expected j ob uti l ity of 
tra ining . 
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Expected career uti l ity of tra ining i s  the extent to 
which one be lieves that completing tra ining w i l l  af fect 
career-oriented goals . The model proposes that tra inees are 
l ikely to reason that j ob tra ining wi l l  lead to improved 
performance and subsequent management recognition , whi ch 
w i l l  then result in higher salary , promotion , more 
interest ing j ob ass ignments , or j ob prospects as a result of 
atta inment of ski l ls va lued on the j ob market . Thus , j ob 
uti l i ty of tra ining should be a predictor of career tra in ing 
ut i l ity . 
H .  8 Expected j ob uti l ity of tra ining 
wi l l  be positively corre lated with h igh expected 
career ut i l ity of tra ining . 
Training Motivation 
The relationship of tra ining motivation to the 
learning process has been viewed in a VIE framework (Noe , 
1 9 8 6 ) . I f  tra ining is  seen as fac i l itating j ob and career 
goal atta inment , this should lead to mot ivat ion to be 
trained and to learn , assuming work-related goa ls  have a 
h igh va lence for the individua l .  Little empirical research 
has been reported that studies tra ining motivation . Noe and 
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Schmitt ( 1 9 8 6 }  tested a model of tra ining motivation but 
found l ittle evidence of a relationship between e ither j ob 
involvement or career planning and pre-tra ining motivation . 
The l ink between pre-training motivation and learning was 
a l so unsupported . 
Although existing research does not support the l ink 
between tra ining motivat ion and either j ob invo lvement or 
career awareness ( Noe & Schmitt , 1 9 8 6 } , it seems inescapable 
that something must motivate the wi l l ingness to be tra ined 
and to learn . I f  a tra inee thinks that a part icular 
training course wi l l  advance personal j career goa l s , then the 
trainee should have greater motivation to be tra ined and to 
l earn . 
The fol lowing hypotheses are proposed to capture the 
effect of tra ining uti l ity on the individua l ' s  motivat ion to 
be trained and to learn . Note that motivation to be trained 
and to learn is combined under the construct of training 
motivat ion . 
H . 9 a High expected j ob uti l ity of 
training wi l l  be positive ly correlated with 
tra ining motivat ion . 
H . 9b High expected career uti l ity of 
tra ining wi l l  be positive ly corre lated with 
t rain ing motivat ion . 
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Tra ining Success 
Tra ining success is  demonstrated by favorable tra inee 
reactions to the training , changes in attitude congruent 
with course obj ectives , and increases in knowledge or ski l l . 
These are genera l ly measured by post-training surveys , 
tests , and j ob s imulations . Tra ining transfer (us ing the 
trained knowledge and ski l ls  at the work s ite)  is the acid 
test of tra ining success . However , for the purposes of this  
study , genera l i zat ion of the training to the work s ite wi l l  
b e  covered later , since i t  is  affected by a d i f ferent set of 
factors . 
This  model agrees with previous research and 
theoretical models  ( e .  g . , Baldwin & Ford , 1 9 8 8 ; Goldste in , 
1 9 8 6 ; Noe , 1 9 8 6 ;  Wexley & Latham , 1 9 8 1 )  that view tra in ing 
success as a function of three factors : 
( 1 ) trainee motivation to take tra ining and to learn ; ( 2 )  
individua l d i fferences ( ab i l ity , persona l ity ) ; and ( 3 )  the 
training itself ( content , presentation methods , principles 
of learning , sequencing , and react ion to tra iner ) . The 
antecedents to tra ining motivat ion were covered in the last 
sect ion . The last two factors ( individua l d i fferences and 
the tra ining itsel f )  have been extens ive ly researched . 
Since they are not the focus of this  study , the interested 
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reader i s  directed to severa l  recent reviews and texts on 
the top i c  of tra ining . In particular , Ba ldwin and Ford 
( 19 8 8 ) , Burke and Day ( 19 8 6 ) , Goldstein and Gessner ( 19 8 8 ) , 
and Latham ( 19 8 8 )  are helpful . 
Thi s  study wi l l  explore the l ink between tra ining 
motivation and tra ining success .  Past empirical research 
has had mixed success in f inding a relationship between 
training motivat ion and tra ining success . Noe and Schmitt 
( 1 9 8 6 )  tested a model that proposed a sequent i a l  
relationship between training uti l ity ,  tra ining motivation , 
and tra ining success . Results were not as predicted , 
however . Instead , the study provided support for a strong 
relationship between j ob invo lvement and learning . 
Surpr i s ingly , pre-tra ining mot ivation had no s igni f icant 
effect on l earning . 
Support for the mot ivation-tra ining success l ink can be 
found in two ear l ier studies ( Eden & Ravid , 1 9 8 2; Ryman & 
Biersner , 1 9 7 5 ) . Ryman and Biersner surveyed m i l itary 
trainees and found that items assess ing mot ivat ion to be 
trained and to learn were correlated with later tra ining 
success in three training samples . Items assess ing 
expectation of tra ining success were also correlated with 
training success . 
Although the results from these three studies are 
mixed , there does seem to be a strong indication that 
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various aspects o f  tra ining mot ivation are assoc i ated with 
training success .  The model proposes that higher motivat ion 
to be tra ined and to learn wi l l  result in greater learning . 
S ince both kinds of tra ining motivation are expected to 
positively affect tra ining success , mot ivat ion to be tra ined 
and to learn are combined . 
H . l O Tra ining mot ivation wi l l  be 
posit ively corre lated with tra ining success . 
Test ing of the model wi l l  conc lude with this  hypothes i s  
concerning the relationship between tra ining motivation and 
training success .  However , the model del ineates additional 
hypotheses which should be tested in future research . 
Exper ienced Training Transfer Cl imate 
Once the emp loyee has completed tra ining and returned 
to the work group , he or she experiences both support and 
constra ints to using the new behavior and knowledge . These 
come from two principle sources : organ i z at iona l arrangements 
and the goa l l inkage that exists in the group at the t ime 
that training transfer wi l l  be attempted . Although the 
employee may have ant ic ipated some of these constra ints and 
supports for transfer even before taking the tra ining , the 
real ity of the situat ion may be somewhat d i fferent . 
D i scussion of organizat iona l arrangements wi l l  be brief , 
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with a more deta i l ed review o f  the goa l  l inkage that exists 
with in the work group . Fol lowing this review ,  hypotheses 
about the effect of the three types of goa l  l inkages on the 
experienced tra ining transfer c l imate wi l l  be proposed . As 
noted before , these hypotheses wi l l  not be tested in the 
present study . 
Organ i z ationa l arrangements may be def ined as 
constra ints and supports to using the new training that 
or iginate outs ide the immediate work group . Examples of 
constra ints might be lack of material and economic resources 
needed to put tra ining into effect , requirements to 
interact with other departments that res ist efforts to use 
the tra ining , and an organi z at iona l culture that is 
incongruent with the va lues advanced by the training . 
Organi z at ional support may be shown by the presence of 
resources needed to use the tra ining , interdepartmental 
procedures that are congruent with the tra ining , and an 
organi z at ional culture that encourages use of the tra ining . 
There has been much speculation about what organi z ationa l 
factors support and constra in tra ining transfer ( Baumgartel 
& Jeanpierre , 1 9 7 2 ; Baumgartel , Reyno lds & Pathan , 1 9 8 4 ; 
Baumgartel , Sul l ivan & Dunn , 1 9 7 8 ; Goldste in , 1 9 8 6 ;  
S a l inger , 1 9 7 3 ) . 
Goa l l inkage , as suggested by Tj osvold ( 1 9 8 4 , 1 9 8 6a , 
1 9 8 6b} , origina l ly develops as a result of the task des ign 
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and reward structure within a work group . Group tasks may 
require independent or cooperative work by the work group 
members . Formal and informal reward systems may reward 
individual or group performance . The nature of the group 
tasks results in the development of relationships that may 
or may not encourage sharing of expertise and knowledge . 
The attitudes jva lues and the nature of the dependent 
relationships determine the kinds of interactions l ikely to 
occur between group members .  All  four of these factors 
( task/ reward structures , att itudesjvalues , dependent 
re lat ionships , and interactions ) combine to create three 
distinctive ways of working with other work group members . 
These ways of working together are summar i z ed below . 
Cooperat ive goal l inkage occurs when task des ign 
requires interaction and interdependence between work group 
members and when successful group performance i s  used to 
award valued resources . Social  arrangements are 
character i z ed by perceptions of shared vis ion , a sense of 
community , support norms , compatible goals , and conf idence 
and trust in coworkers . This  results in expectations that 
work and rewards will  be distributed fairly , abi l ities wi l l  
be exchanged , and product ive confl ict wi l l  occur . 
Independent goa l l inkage occurs when task des ign 
encourages sol itary work and rewards are given for 
individua l success . Informa l soc i a l  arrangements are 
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characteri z ed by perceptions o f  individua l goa l s , impersona l 
dealings with coworkers , and indifference to coworker 
goal s . This  results in expectations of exp l icit 
instructions and criteria for performance , us ing abi l ities 
for one ' s  own benef it ,  and avo idance of conf l ict . 
Competitive goal l inkage occurs when task des ign 
encourages sol itary work and individual task performance is  
used to award l imited resources . In these c ircumstances , 
informal soc i a l  arrangements are characteri z ed by 
perceptions of individua l goals , norms of host i l ity and 
outdoing one another , susp ic ion about the mot ives of others , 
and incompatible goals . This  results in a des ire for 
unbiased rules to regulate work and rewards , us ing abi l ities 
for one ' s  own benefit and aga inst others , and either an 
esca lation or avoidance of conf l ict . 
It  is  genera l ly recogni z ed that the relationship 
between the tra inee and the supervisor p l ays a part in how 
eas i ly a tra inee learns new roles ( Dansereau , Graen , & Haga , 
19 7 5 ) . In many cases , the relationship between the emp loyee 
and the supervisor may be of primary importance in tra ining 
transfer , espec ia l ly in work groups where interdependence is  
low .  However , there is  a ris ing recognition o f  the 
importance of the work group in a l l  aspects of work l i fe . 
The work group members have more opportunity to inf luence 
each other as tasks become more interactive . Consequently , 
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the group goa l l inkage that i s  experienced by the tra inee 
after h i s j her return from training wi l l  very l ikely affect 
the success of tra ining genera l i z ation to the j ob .  This  
area has  been largely ignored , and would be a fruitful area 
of future research . 
Under favorable conditions , a favorable tra ining 
transfer c l imate will  exist . In such a c l imate , group norms 
wi l l  a l low exper imentation without condemnation of mistakes , 
help wi l l  be ava i lable to l ighten work loads , and coaching 
in the use of the new behaviors wi l l  occur spontaneous ly . 
These are l ikely to occur only when goa l l i nkage i s  
cooperative . Competitive and independent goa l l inkage are 
more l ikely to result in unfavorable tra ining transfer 
c l imates because such helping behaviors are not seen as 
productive . In fact , in compet it ive s ituat ions , hindering 
behaviors are l ike ly to be seen as goa l product ive . 
Research by Tj osvold ( 19 8 6b ;  1 9 8 8 ; Tj osvold , et a l . ,  1 9 8 8 )  
indicates that these two goa l l inkages result in s imi lar 
l eve l s  of host i l ity . Based on these assumpt ions , the 
following hypotheses are proposed ( but wi l l  not be tested . ) 
H .  1 1  Cooperative goa l l inkage is  
positive ly correlated with favorable exper ienced 
tra ining transfer c l imate . 
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H .  12 Independent goal l inkage i s  
negatively corre lated with favorable experienced 
tra ining transfer c l imate . 
H .  13  Competitive goa l l inkage is  
negatively corre lated with favorable experienced 
tra ining transfer c l imate . 
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Training transfer i s  the actua l genera l i z ation of 
trained behaviors and knowledge to the work p lace . According 
to the mode l , training transfer depends on the level of 
learning that origina l ly took place and the nature of the 
training transfer c l imate . Support for the ef fect of 
training transfer cl imate comes from Baumgartel and 
Jeanpi erre ( 1 9 7 2) . They reported that severa l 
characteri stics of the organ i z at ion al lowed returning 
management tra inees to make use of new techniques . Chief 
among these c l imate characteristics was open communication 
between managers and the ir peers , expressed encouragement 
from the organi z at ion to use technical tra in ing , and 
approva l for innovat ion and the training content . Research 
by Noe and Schmitt { 1 9 8 6 }  showed strong support for the l ink 
between l earning and transfer as measured by performance 
ratings . 
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I t  is  hypothes i z ed that both tra ining success and a 
favorable tra ining transfer cl imate are needed to a l low 
training transfer . The fol lowing hypothes i s  is  proposed but 
w i l l  not be tested . 
H .  14 When both training success and a 
favorable tra ining transfer c l imate are 
exper ienced , tra ining transfer wi l l  occur . 
Experienced Tra ining Uti l ity 
Experienced tra in ing uti l ity results when tra ining 
a l lows persona l , j ob ,  and career goa ls to be reached . Some 
of these goa ls  wi l l  be reached soon after tra ining is  
comp l eted , whi le others may not be atta ined for years . In 
particular , career-related goa ls may require a long time to 
be fulf i l led . 
The model proposes that exper ienced train ing uti l ity is 
a funct ion of train ing trans fer moderated by the 
consequences associated with transfer . For examp l e , the 
individua l would rarely experience tra ining uti l ity if us ing 
the tra ined behavior resulted in consi stent negative 
consequences . On the other hand , i f  the consequences of 
us ing the training were consistent ly favorable , there should 
be a positive relationship between tra ining transfer and 
experienced tra ining uti l ity . 
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Tra ining uti l ity depends i n  large part on whether 
training-dependent goals  are met . Some goa l s  ( e .  g . , career 
goa l s )  are not l ikely to be met within a short t ime after 
the completion of tra ining . Measuring goal attainment with 
a completion date of severa l years would be necessary to 
evaluate career uti l ity of training . Experienced j ob 
spec i f ic uti l ity might conceivably be measured , but is also 
wel l  beyond the scope of this  study . 
Train ing transfer , consequences , and exper ienced 
training ut i l ity w i l l  not be assessed in the present study . 
However , the mode l proposes that there is  a relationship 
between tra ining transfer c l imate and the tra ining uti l ity 
that the individua l exper iences , moderated by the 
consequences of using the tra ining . Spec i f ical ly ,  favorable 
consequences for us ing the training wi l l  result in a 
positive relation between tra ining transfer and experi enced 
training ut i l ity . Likewise , unfavorable consequences for 
us ing the tra ining wi l l  result in a negat ive relation 
between tra ining transfer and experienced tra ining ut i l ity . 
Thus , the fol lowing hypothes i s  is  proposed . 
H .  1 5  Consequences for using the tra in ing 
moderate the relationship between tra in ing 
transfer and exper ienced tra ining uti l ity . 
To complete the mode l ,  feedback loops are proposed . 
S ince they wi l l  not be measured in this  study , their 
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existence wi l l  only b e  out l ined . As an ind ividua l undergoes 
cycles of tra ining and tra ining general i z at ion , experienced 
training transfer cl imate feeds back to inf luence expected 
training transfer c l imate . In the same way , experienced 
tra ining uti l ity feeds back to inf luence expected j ob and 
career uti l ity of training . 
Study Summary 
This  study examines the interrelationships between 
training success and a severa l s ituationa l var iables . 
Training success requires that tra inees be mot ivated to 
learn . Motivat ion should be inf luenced by an expectat ion of 
training uti l ity . Expected training uti l ity is  a product of 
three factors : personal involvement in the dec i s ion to be 
trained , dec i s ion source credibi l ity ,  and expected tra ining 
transfer c l imate . Expected tra ining transfer c l imate is  
affected by the nature of interdependenc ies ( goal l inkage ) 
between work group members .  The spec i f i c  hypotheses that 
w i l l  be tested are l i sted below . 
H . la .  Higher leve ls  of perceived tra ining 
dec i s ion involvement wi l l  be associated with 
h igher expected j ob uti l ity of tra ining . 
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H . lb .  Higher leve ls of perceived tra ining 
dec i s ion involvement wi l l  be assoc iated with 
higher expected career uti l ity of tra ining . 
H . 2 a .  High expertise sources of training 
dec i s ions wi l l  be associated with higher expected 
career uti l ity of tra ining . 
H . 2 b .  High expert ise sources o f  tra ining 
dec i s ions wi l l  be assoc iated with higher expected 
j ob ut i l ity of tra ining . 
H . 3 a . Trust in the source of the tra ining 
dec is ion wi l l  be positively correlated with 
expected career ut i l ity of training . 
H . 3 b .  Trust i n  the source of the tra ining 
dec i s ion wi l l  be posit ive ly corre lated with 
expected j ob uti l ity of tra ining . 
H . 4  Cooperat ive goa l l inkage wi l l  be 
assoc iated with favorable expected tra ining 
transfer c l imate . 
H . 5  Competit ive goal  l inkage wi l l  be 
negat ively associated with expected tra ining 
transfer c l imate . 
H . 6  Independent goal l inkage wi l l  be 
negatively associated with expected tra ining 
transfer cl imate . 
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H . 7 Expected tra ining transfer c l imate w i l l  
be posit ive ly correlated with expected j ob uti l ity 
of tra ining . 
H . 8  Expected j ob uti l ity of tra ining w i l l  be 
positively corre lated with expected career uti l ity 
of tra ining . 
H . 9 a Expected j ob uti l ity of tra ining wi l l  
b e  positively correlated with tra ining mot ivation . 
H . 9 b Expected career ut i l ity of tra ining 
wi l l  be positive ly correlated with training 
motivat ion . 
H . l O Tra ining motivation wi l l  be posit ively 
correlated with tra ining success . 
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Survey data were col lected before tra in ing in order to 
eva luate hypotheses one through nine . Then tra ining success 
measures of learning were col lected at the conc lus ion of 
tra ining to eva luate hypothes is  ten . Obj ect ive tra ining 
success measures ( post-training test scores )  were col lected 
when ava i lable . Tra inee subj ects were recruited from local 
employers ,  and represented different kinds of organizat ions , 
types of tra ining , and leve ls within the organ i z ations . 
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CHAPTER I I I  
METHOD 
Part icipants 
Organi z ations l ikely to have active training programs 
were approached to part ic ipate in the research . Initia l 
contact was made by phone to companies that had over 1 0 0  
employees according to the 1 9 8 8  Chamber o f  Commerce Employer 
List in a southern metropo l itan area of 5 0 0 , 0 0 0 . Of 
approximate ly 35 emp loyers contacted from the Chamber l ist , 
only 1 8  had tra ining programs that were active . Of these , 
two medical centers were unwi l l ing to partic ipate , due to 
restructuring or res istance to tra ining that would have made 
employees unwi l l ing to participate in the study . In 
addit ion , two manufacturing organi z ations initia l ly agreed , 
but later found that they could not partic ipate and 
withdrew . In one case , the head office p lanned corporate­
wide surveys and did not wish to have both investigations 
going on at once . In the other case , data were actua l ly 
gathered and mai led by the sponsoring organ i z ation , but were 
not received by the researcher . Fol lowups to the company 
contact fai led to determine what had happened to the data 
once it left his hands . 
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E ight organi z ations ( organi z at iona l development or 
training consultants , management development agenc ies , and 
quas i-governmenta l training agencies ) whose primary mi s s ion 
was to provide tra ining for c l ients were a l so contacted . Of 
these , f ive agreed to participate . 
Targeted tra ining sessions included those for employees 
taking company sponsored tra ining c lasses where 
participat ion was strongly encouraged or required of the 
participants . Part ic ipants inc luded tra inees who were 
attending because of strong inf luence from the ir emp loyer , 
and who had been on the j ob for at least 3 months . A tota l 
of 24 5 tra inees participated by f i l l ing out one or both 
questionna ires . These participants represented 1 5  tra ining 
groups sponsored by 1 2  organ i z at ions . 
Table 1 presents a summary of the character istics of 
the organi z at ions , training , and part icipants . Deta i led 
descriptions of each group and the conditions associated 
with data co l l ection can be found in Appendix A .  
Across the tra ining groups , there was wide var iance in 
rank of the tra inees , type of organ izat ion , source of 
trainer , duration of tra ining , type of tra ining , source of 
influence to take tra ining , and gender . Eighty part icipants 
supervised two or more people , and 1 1 6  indicated that they 
supervised no one ( 4 9  did not respond ) . Participants came 
from organ i z at ions class i f ied as manufacturing ( 8 5 } , pub l i c  
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sector { 7 1 } , university or university-re lated sett ings ( 4 1 ) , 
medical { 3 6 } , and banking { 1 0 } . Tra ining was del ivered by 
outs ide consultants for 3 3 %  of the partic ipants , by the 
tra ining department for 3 0% of the part icipants , and by a 
combination of consultant and company for 3 7 %  of the 
part ic ipants . The course length ranged from two hours to 
half day sess ions spread out over f ive months . Management 
tra ining was taken by the largest number of partic ipants 
{ 7 1 } , fol lowed by communication ski l l s  { 5 2 } , sales ( 3 1 } , 
statistical process contro l { 3 1 } , '' Tra in the Trainer " ( 2 3 } , 
computer/product knowledge ski l ls { 2 2 } , and medica l ( 1 5 } . 
The pr inciple source of inf luence to take the tra ining was 
evenly divided between the individual employee { 3 3 % ) , 
supervisor { 3 2 % } , and someone over the immediate supervisor 
{ 3 2 % } . There were 1 2 3  ma les , 1 1 4  females , and 8 of 
unspecified gender . The return rate for 2 organi z ations is 
unknown , s ince these organi zations cop ied and distributed 
the questionna ires wi thout keeping records of how many were 
distributed . However , for the rema ining 1 3  groups , the 
average response rate was . 7 3 ,  with a range of . 4 4 - . 9 7 .  
Procedure 
Subj ects were administered two quest ionna ires . The 
f irst questionna ire was ma i l ed or persona l ly del ivered by 
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the investigator during the week prior to tra ining . Those 
that were ma i led included a cover letter from the 
part icipating organization . The pre-tra ining quest ionna ire 
conta ined scales des igned to assess dec is ion invo lvement , 
decis ion source credibi l ity , goa l l inkage , expected tra ining 
transfer c l imate , expected training uti l ity , j ob 
involvement , and tra ining mot ivation . 
The second questionna ire was administered by the 
tra iner at the end of the tra ining . This  measure cons i sted 
of a sel f-report measure of tra ining top i c  knowledge before 
and after the training . Pre-tra ining knowledge was measured 
retrospectively because respondents may not have known 
enough about the tra ining content prior to training in order 
to accurately establ ish their pre-training knowledge . Both 
sets of questionna ires were e ither picked up at the tra in ing 
s ite or returned by mai l  after the completion of tra ining . 
Instrument Development 
Before the current study , the instruments were 
submitted to three Industri a l / Organi zationa l Psychology 
graduate students and two professors from the same 
department to sol icit suggestions for improvements . In this  
f irst p i lot , these experts commented on the c larity of  
items , constructs , and instructions . Revis ions were made in  
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suggestions . 
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A second p i lot study was conducted to gather responses 
from a convenience sample of 2 3  people who more closely 
resembled the target population . Volunteers from the 
researcher ' s  neighborhood and church were approached to 
complete the p i lot quest ionna ire . Fol lowing item analys i s , 
revis ions to the quest ionna ire were made on the basis  of the 
contribution of each item to the overa l l  a lpha for each 
construct included in the questionnaire . The a lphas for each 
revised construct , based on p i lot data from 2 3  partic ipants , 
are reported in Tables 2 -9 . S ince the p i lot ana lys is  is  of 
only tertiary interest to the purpose of the entire study , 
there wi l l  be no further di scussion of its analys is . 
Instruments 
Twe lve measures were used in the present study : 
Training Dec is ion Involvement ; Dec is ion Source Credibi l ity 
( Trustworthiness and Expertise) ; Career Uti l ity of Tra ining ; 
Job Uti l ity of Tra ining ; Expected Tra ining Transfer Cl imate ; 
Cooperat ive Goa l Linkage ; Independent Goal Linkage ; 
Compet it ive Goa l Linkage ; Tra in ing Motivation ; Job 
Involvement , and Learning Success . Except as noted , items 
from each of the instruments have the following f ive 
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TABLE 2 .  TRAINING DECISION INVOLVEMENT ( a  
Var iable Question 
. 8 8 ) . 
NVLNl * Someone above my supervisor required that I 
take this training . 
NVLN2 * My supervisor required that I to take this 
tra ining . 
NLVN3 I enrol led in this tra ining course because of 
my des ires for tra ining . 
NLVN4 I was able to make suggestions about what 
training course I would take . 
NLVN5 My supervisor l i stened to my preferences 
regarding my part ic ipation in this tra ining 
course . 
NLVN6 I was involved in the dec is ion regarding my 
enrol lment in this training course .  
* d enotes reverse s cored item 
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TABLE 3 .  CREDIBILITY OF DECISION MAKER ( a  = . 9 1 ) . 
Var iable Quest ion 
CRED l 
CRED2 
CRED3 
CRED4 
CRED5 
CRED6 
CRED7 
THI S  SOURCE : 
is  knowledgeable enough to know i f  I should 
take this  training . 
knows what is  involved in my j ob .  
i s  aware of my level of j ob performance . 
is  aware of what training I need to improve 
my j ob performance . 
i s  aware of what I would l ike to achieve in 
my j obf career . 
is  aware of what tra ining I need to attain my 
career goals . 
knows about the content of this  tra ining 
course . 
CRED8 knows what is needed to get ahead in this  
organization . 
CRED9 can be counted on to give me honest feedback 
on how I am do ing . 
CREDl O  has a lways dealt fair ly with me . 
CREDl l  * I have to be careful what I say around this 
source . 
CRED12  I have a high degree of trust in this  
source ' s  intentions toward me . 
* denotes reverse scored item 
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TABLE 4 .  JOB INVOLVEMENT 
var iable 
( a  = . 6 9 ) • 8 
Question 
JOBINVOLl I am very much persona l ly involved with my 
work . 
JOBINVOL2 I l ive , eat , and breathe my j ob .  
JOBINVOL3 The most important things which happen to me 
involve my work . 
8Source : Lodahl , T & Kej ner M .  ( 19 6 5 ) . The 
def inition and measurement of j ob involvement . Journa l 
of Appl ied Psychology , 4 9 , 2 4 - 3 3 . 
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TABLE 5 .  UTILITY OF TRAINING 
Var iable Quest ion 
JOB SPECIFIC UTILITY OF TRAINING ( a  = . 8 4 )  
I BELIEVE THI S  TRAINING WILL : 
TNGUSE l  help me do higher qual ity work . 
TNGUSE2 help me improve performance in my current 
j ob .  
TNGUSE3 focus on an area of my j ob where I need 
improvement . 
TNGUSE9 be important for my j ob duties . 
TNGUSE l O  help me increase my productivity on thi s  
j ob .  
TNGUSE l l  enable me t o  do my j ob more ef fective ly . 
TNGUSE 1 2  help me to reduce my j ob stress . 
CAREER UTILITY OF TRAINING ( a  = . 9 0 )  
TNGUSE4 
TNGUSE5  
TNGUSE6 
TNGUSE7 
TNGUSE8 
I BELI EVE THI S TRAINING WILL : 
make me more e l igible for a promot ion . 
make me more el igible for a wage increase . 
make me more el igible for a more des irable 
j ob assignment in this  company . 
improve my chances to get a better j ob with 
another company . 
increase my future j ob prospects and 
opportunities . 
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TABLE 6 .  TRAINING TRANSFER CLIMATE 
Var iab l e  Quest ion 
WORK GROUP TRAINING TRANSFER CLIMATE ( a  = . 7 5 )  
WHEN I RETURN FROM TRAINING , I BELIEVE : 
TFCLi l * that the people I work with most often wi l l  
be impatient i f  I try out new ski l l s . 
TFCLI2 * my coworkers w i l l  a l low me to get accustomed 
to using my new ski l ls on the j ob .  
TFCLI3  my us ing the tra ining course procedures will  
be  res isted by my coworkers . 
TFCLI 4 my coworkers wi l l  accept me making mi stakes 
on the j ob as a necessary part of trying out 
new ski l ls . 
TFCLI5  * my coworkers wi l l  not cooperate with me in 
us ing the ski l l s taught in the tra ining 
course . 
SUPERVISOR TRAINING TRANSFER CLIMATE ( a  = . 8 2 )  
WHEN I RETURN FROM TRAINING , I BELI EVE : 
TFCLI 6 *  my supervi sor wi l l  be impatient i f  I try out 
my new ski l ls . 
TFCLI 7 my supervisor wi l l  al low me to get accustomed 
to using new ski l l s  on the j ob .  
TFCLI 8 my supervisor wi l l  help me get started us ing 
my tra ining ski l l s . 
TFCLI 9 * my supervisor wi l l  prevent me us ing the 
procedures taught in the tra in ing course . 
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TABLE 6 .  ( CONTINUED ) 
Variable Quest ion 
TFCLi l O  * my supervisor wi l l  accept me making mistakes 
on the j ob as a necessary part of my trying 
out new ski l ls . 
TFCLi l l  
TFCLI 12  
my supervisor wi l l  not be to lerant of any 
changes in how things are done . 
my supervisor is already us ing the ski l l s  
taught i n  th is course . 
* denotes reverse s cored item 
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TABLE 7 .  GROUP GOAL LINKAGE . 8 
Var iable Quest ion 
COOPERATIVE GOAL LINKAGE ITEMS ( a  = . 9 7 )  
GLl I learn a lot from working with the typical 
person in my work group . 
GL6 
GL9 
GLl l  
GL12 
GL14 
GL17 
GL2 0 
GL2 3 
GL2 6 
GL2 9 
GL3 1 
GL3 3  
GL3 5  
THE TYPICAL MEMBER OF MY WORK GROUP : 
enj oys working on tasks that requ ire 
cooperation . 
wi l l ingly shares informat ion with coworkers . 
passes on important information to me . 
is  pleased when I succeed . 
shows as much concern for my goa l s  as for 
h i s / her ' s .  
he lps me find ways to achieve my obj ectives . 
gives high priority to my goals . 
he lps me grow and deve lop on the j ob .  
takes pride i n  my accomp l ishments .  
shares ideas and resources with me . 
structures things for our goa l s . 
is  interested in what I want to accomp l i sh .  
helps me do a good j ob .  
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TABLE 7 .  ( CONTINUED ) 
Var iable Quest ion 
COMPETITIVE GOAL LINKAGE ITEMS ( a  = . 9 4 )  
CONCERNING THE TYPICAL MEMBER OF MY WORK GROUP , 
GL2 When hej she achieves goa l s , it makes it more 
diff icult for me to achieve mine . 
GL4 His or her goals  are incompatible with mine . 
GL5 His or her success comes at the expense of 
mine . 
GL7 
GL15  
GL18 
GL2 1 
GL2 4 
GL2 7 
GL3 0  
GL3 2 
GL3 4  
GL3 6 
GL3 7  
GL3 8  
THE TYPICAL MEMBER O F  MY WORK GROUP : 
concea ls  or misrepresents information that 
would be helpful  to others in my work group . 
withholds important information from me . 
l ikes to demonstrate h i s j her superiority . 
restricts my attempts for improvement . 
is  disturbed by my accompl ishments . 
structures things to favor h i s j her goa l s . 
tries hard to look better than I .  
fee ls  threatened when I learn new ski l ls and 
knowledge . 
structures things h i s j her way and ignores my 
interests . 
works to make me look inef fective . 
l ikes to show that hej she knows more than I .  
i s  too busy to be interested in what I want . 
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TABLE 7 .  ( CONTINUED ) 
Var iab le Question 
GL3 6 
GL3 7  
GL3 8 
GL3 9  
GL4 0 
GL4 1 
GL4 2 
THE TYPICAL MEMBER OF MY WORK GROUP : 
works to make me look ineffective . 
l ikes to show that hej she knows more than I .  
i s  too busy to be interested in what I want . 
goes out of his jher way to undercut my 
efforts . 
gets in the way of my growth and development . 
i s  committed to hisjher obj ectives and 
unconcerned about mine . 
wants me to do poorly . 
INDEPENDENT GOAL LINKAGE ITEMS ( a  = . 7 3 )  
GL3 
GL8 
GLlO 
GL13  
GL16  
GL19 
GL2 2 
GL2 5 
We work separate ly . 
THE TYPICAL MEMBER OF MY WORK GROUP : 
prefers to work alone . 
is indif ferent if  I atta in my goa l s . 
is uninterested in the f low of information . 
doesn ' t  know what I want to accompl i sh . 
looks out for hisjher own wel fare rather than 
that of the group . 
prefers to work alone rather than with me . 
is unconcerned whether I get ahead in the 
organization . 
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TABLE 7 .  ( CONTINUED ) 
var iable Quest ion 
GL2 8 l ikes to get rewards through h i s j her own 
individua l work 
8Source : Modified from Tj osvold , D .  ( 1 9 8 6 ) . 
Organi z at iona l test of goa l l inkage theory . Journa l of 
Occupat iona l Behavior , 2 ,  7 7 -8 8 .  
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TABLE 8 .  TRAINING MOTIVATION ( a = . 8 6 ) . 
Variable Quest ion 
LNGMOTl I wi l l  try to learn as much as I can from 
this  tra ining course . 
LNGMOT2 I wi l l  make a special effort to comp lete a l l  
ass ignments . 
LNGMOT3 I wi l l  put forth cons iderable effort in 
learning the sk i l l s  taught in this  class . 
LNGMOT4 I am looking forward to attending this  
tra ining course .  
LNGMOT5 * I plan on putt ing out a minimum o f  effort in 
this  course . 
LNGMOT6 
LNGMOT7 
LNGMOT8 
LNGMOT9 
I am wi l l ing to focus a l l  my attent ion on 
learning the materi a l  presented in thi s  
course .  
I p lan to use this course to l earn a new way 
of do ing things . 
I plan to rea l ly get involved in l earning the 
material presented in this  tra ining course . 
I am wi l l ing to use my own t ime to prepare 
for c lass by read ing , practic ing ski l ls , 
doing ass ignments , etc . 
* denotes reverse scored item 
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TABLE 9 .  SELF-REPORT TRAINING KNOWLEDGE ( a = . 7 8 ) . 
Var iab le Quest ion 
PRE-TRAINING KNOWLEDGE ( a  = . 7 0 )  
PRETRNG1 
PRETRNG2 * 
PRETRNG3 * 
PRETRNG4 
Almost None 
1 
PRETRNG5 * 
Extreme ly 
Diff icult 
1 
I could have shown or exp la ined most of 
what was taught in this tra ining course 
even before I took the training . 
At the beginning of this course , I 
understood nothing about the subj ect 
area taught in this course . 
Before tra ining , I used to incorrect ly 
perform some of the ski l l s  taught in the 
course . 
How much of the material  taught in the 
tra ining c lass did you a lready know? 
Very Litt le 
2 
Some 
3 
Quite A B it 
4 
Almost All  
5 
Before you took this course , how easy 
would it have been for you to app ly what 
was later taught in the course? . 
Very 
Difficult 
2 
Moderate ly 
Diff icult 
3 
Quite 
Easy 
4 
Extremely 
Easy 
5 
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TABLE 9 .  ( CONTINUED ) 
Var iable Quest ion 
POST TRAINING KNOWLEDGE ( a  = . 8 5 )  
PSTTRNGl Based on what I learned , I am very 
conf ident that I w i l l  know how to use the 
ski l l s  taught in the course when I return to 
the j ob .  
PSTTRNG2 I f  the opportunity presents itself during the 
f irst month I return to the j ob ,  I am very 
certain that I w i l l  remember enough to use 
the tra ining . 
PSTTRNG3 I am conf ident that I have a solid 
understanding of the material presented in 
the tra ining course . 
PSTTRNG4 Now if  someone asked me , I am conf ident that 
I could show or explain what was taught in 
the tra ining course . 
PSTTRNG5 How much of the material  taught in the 
tra ining class did you know at the end of the 
tra ining? 
Almost None Very Litt le 
1 2 
Some Quite A B it Almost A l l  
3 4 5 
* denotes reverse scored item . 
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anchors : Strongly Disagree = 1 ,  Somewhat Disagree = 2 ,  
Neutra l  = 3 ,  Somewhat Agree = 4 ,  and strongly Agree = 5 .  
Higher scores represent a higher position on the construct 
continuum being measured . Each of the instruments are 
descr ibed below in greater deta i l  ( see the Appendix B for 
the complete text of the pre-training and post-training 
questionnaires ) . 
Tra ining Decis ion Invo lvement 
Tra ining dec is ion invo lvement was measured by six 
l ikert-type items constructed for this study . These are 
presented in Table 2 .  Four items were des igned to measure 
the employee ' s  perception of hisjher inf luence on the 
decis ion to take training . Two other items measured the 
extent of inf luence of other sources of the tra ining 
dec is ion . 
Decis ion Source Credib i l ity 
The I lgen , Fisher and Taylor { 19 7 9 )  feedback mode l 
views feedback source credibil ity as a function of expertise 
and trustworthiness . The scale items that were constructed 
to measure credibil ity are presented in Table 3 .  Seven 
expertise items addressed the decis ion source ' s  knowledge of 
the individua l ' s  j ob requirements , performance leve l , 
j obj career goa l s , knowledge of the tra ining course content , 
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and company advancement opportunities/ requirements . Five 
trustworthiness items assessed the part icipants ' s  opinion of 
the dec is ion source ' s  motives , fairness , and wi l l ingness to 
fac i l itate the participant ' s  goa l attainment . The items on 
this instrument were answered with respect to the s ingle 
person ( other than themse lves ) who had the most inf luence on 
the tra ining decis ion . Instructions asked the part icipant 
to cons ider only this source for the ba lance of the items . 
Job Invo lvement 
The Job involvement items are presented in Table 4 .  
This measure was added after the p i lot test . 
Due to the number of items already in the pre-training 
questionnaire , length was a primary cons ideration . The j ob 
involvement instrument was taken from the Michigan 
Organi z ationa l Assessment Questionna ire . As origina l l y  
deve loped , this three-item scale used a seven anchor scale 
to measure employees ' identification with their j obs ( Lodahl 
& Kej ner , 1 9 6 5 ) . However , in keeping with the format of the 
rest of the questionna ire , only five anchors were used for 
this research . 
Expected Tra ining Uti l ity 
The expected tra ining uti l ity instrument was 
constructed to independently assess two kinds of tra ining 
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uti l ity : j ob ut i l ity and career uti l ity o f  tra ining ( see 
Table 5 ) . Job uti l ity was measured by seven items which 
assessed the extent to which the training course was 
expected to fac i l itate goa l atta inment for the current j ob .  
Items addressed areas such a s  qua l ity , productivity , 
efficiency , learning j ob ski l l s , and stress reduction . 
Career uti l ity was measured by f ive items which 
assessed the extent to which the training course was 
expected to fac i l itate goa l atta inment for career 
development . Items addressed career goa ls  l ike ga ining a 
promot ion , obtaining a raise or more desirable j ob 
assignment , and improving future j ob prospects . 
Expected Tra ining Transfer C l imate 
This 12 item measure ( see Table 6 )  assessed the 
expected support for us ing the training in the work sett ing . 
A l l  items were constructed by the researcher . Five items 
addressed how the work group might genera l ly be expected to 
respond to the employee returning from tra ining . These 
items assessed the support that the individual expected from 
coworkers when he or she returned from tra ining ; e . g . , 
tolerance for mistakes , experimentation , and res istance to 
the use of the new ski l l s . Seven s imi lar items assessed 
what the individual expected from the supervisor . 
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Goa l Linkage 
Three instruments have been deve loped by Tj osvold and 
used in various forms in studies involving leader­
subordinate and group member relationships ( Tj osvold , 
Andrews , & Jones 1 9 8 3 ; Tj osvold ,  1 9 8 6 ) . The items measure 
perceived goa l l inkage and the qua l ity of group member 
interact ion that is associated with each goa l l inkage . A 
modif ication of the group form ( Tj osvold , 1 9 8 6 )  i s  used in 
the present research . The origina l form d irected subj ects to 
f i l l  out each questionna ire twice , once each for the least 
and most effective coworkers in the subj ect ' s  work group . 
The current study consol idated a l l  three instruments into 
one questionnaire ( see Table 7 ,  page 68 ) . The modif icat ions 
were made to get a more representat ive idea of the group 
goal l inkage . Whi le the content of the items was s imilar to 
the origina l questionnaire , the target was a " typica l "  or 
" average " member of the work group . This provided the same 
information but used only ha l f  the number of items . S ince 
the entire pre-tra ining questionnaire was a lready very long , 
reduc ing the burden on the participant was a primary 
concern . Severa l  additiona l l ikert-type items ( GL2 , GL6-
GL10  and GL2 2 )  were inc luded to address areas that the 
origina l items neglected . Measurement model ana lys is 
( discussed later , indicated that GL2 and GL8 should be 
dropped from the competitive goal l inkage sca le . Therefore , 
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these two items do not appear i n  Table 7 .  I n  contrast to the 
ba lance of the questionnaire , goa l l inkage items were rated 
us ing f ive frequency anchors ranging from Almost Never = 1 
to Almost Always = 5 .  
Cooperat ive Goa l Linkage 
The cooperat ive goa l l inkage measure contained 14 
items . Twe lve items were taken direct ly from Tj osvold and 
two ( GL6 and GL9 ) were constructed for the study . 
Compet itive Goa l Linkage 
The competit ive goa l l inkage measure conta ined 19 
items , with 1 8  taken directly from Tj osvold p lus one 
addit iona l item , GL7 . 
Independent Goa l Linkage 
The independent goa l l inkage measure conta ined nine 
items . S ix items were taken directly from Tj osvo ld and 
three items were constructed for the study . 
Past research has demonstrated that cooperative l inkage 
is highly corre lated with Independent Linkage ( r  = - . 8 4 )  and 
competitive l inkage (r = - . 8 5 ) . compet it ive and independent 
linkages are a l so highly correlated ( r  = . 7 8 ) . In  add it ion , 
factor ana lyses indicate that the factors are not very 
" clean" ( Tj osvold , 1 9 8 3 ) . A l l  items have low to moderate 
loadings on two of the three factors , with moderate to high 
weights on the rema ining factor . Neverthe less , according to 
Tj osvold , the factors are distinguishable . Consistent with 
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past research , p i lot data also indicated that correlations 
between the three goa l  l inkages were high . compet itive and 
independent l inkage correlated . 8 8 ,  competitive and 
cooperative linkage correlated - . 8 1 ,  and cooperative and 
independent l inkage correlated - . 8 1 .  
Tra ining Motivation 
Nine l ikert-type items were constructed to assess 
motivation to be tra ined ( see Table 8 ) . Items measured the 
intention to learn the course material , put forth effort , 
get active ly involved in the course , complete assignments , 
and work on course mater ial outs ide class . The items were 
based on previous research , with several items being s l ight 
modif icat ions from Noe and Schmitt ( 19 8 6 ) . 
Training Success 
The independent measure , tra ining success , was a 
tra inee ' s  self-report of pre and post-training knowledge . 
It  used 1 0  l ikert-type items to assess the trainee ' s  
perception of hisjher knowledge of the course mater ial 
before and after train ing ( see Table 9 } . The f irst five 
items measured their pre-tra ining knowledge by asking 
subj ects to indicate their pre-tra ining abil ity to show or 
explain the course materia l , ease of app lying knowledge or 
ski l l ,  and proportion of the course content a lready known . 
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The last f ive items measured post-tra ining knowledge by 
assess ing the participants ' confidence in their abil ity to 
show or explain what was taught , estimates of how wel l  
material  would be remembered i n  one month , and proportion of 
course content that was wel l  learned . Scores from the pre­
training section of the training success instrument were 
used as a measure of pre-tra ining knowledge . During the 
analyses , effects of the other variables on post-tra ining 
knowledge were tested whi le s imultaneous ly contro l l ing for 
pre-tra ining knowledge . 
Obj ect ive post-training test scores were requested but 
avai lable for only a few participants . Out of the tota l 
sample of 2 4 5 , only 1 5  had complete sets of data for 
obj ective score , pre and post-training knowledge . These 
represented two tra ining groups , one for spec ia l i z ed medical 
training , and one for updat ing computer data 
retrieva l /product knowledge ski l l s . The tests were tai l ored 
to course content by the instructor . At least for this sma l l  
samp l e , having both self-report and obj ective learning 
scores a l lowed criter ia measures corresponding to 
K irkpatrick ' s  ( 19 5 9 )  first two levels of training criteria ,  
i . e . , reaction and learning . 
CHAPTER IV 
RESULTS 
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Ana lys is of the research data were conducted i n  two 
stages using LI SREL . First , measurement mode l analyses 
eva luated the contribut ion of each item to the construct 
( latent variable ) being measured by the instrument . Items 
that did not contribute to the construct or loaded on more 
than one factor were deleted , and the instrument was revised 
accordingly . Then , the structura l  model was tested to 
determine the strength of the hypothes i z ed relationships 
between the constructs . On the basis of these ana lyses , the 
structure of the model was revised . A more detai led 
discuss ion of each phase fol lows . 
Measurement Model 
Before measurement mode l ana lys is began , item frequency 
distr ibutions and kurtos is were examined . The frequency 
distribut ions of a l l  but a few of the items were acceptable . 
However , a couple of items had a high kurtos i s  ( over two ) 
indicating that LI SREL may have diff iculty in estimat ing a 
so lution because of lack of variance in the item responses . 
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Descript ive ana lysis a l so produced a corre lat ion matrix 
for use in LI SREL . Since not a l l  part icipants completed a l l  
o f  the items for the pre and post questionna ires , the 
matrices used in the LI SREL ana lys i s  were produced us ing 
only data from questionnaires with no miss ing responses . 
There were 2 3 9  complete sets of data for the pre-training 
constructs and 2 1 2 complete sets of data for post-tra ining 
constructs . Of these , 1 7 6  respondents comp leted a l l  items on 
both pre and post-training constructs . The corre lation 
matrix for the entire measurement model is thus based on 1 7 6  
respondents .  
Initial  Measurement Mode l 
Before assess ing the entire measurement mode l , each 
scale was tested and ref ined separately . The LI SREL 
measurement mode l for each construct was used to ver ify or 
modi fy the a pr iori  factor structure . In the process ,  each 
construct measure was fine-tuned by de leting items when 
modif ication indices indicated loading on more than one 
factor . Pre-training items 3 0 ,  4 2 , 4 8 , 4 9 , 5 4 , 7 4  and post­
tra ining items 3 , 4  and 10 were dropped for this reason . In 
addition , pre-tra ining item 7 ( other than yourse l f , who was 
the most important inf luence on your part icipat ion in 
tra ining ) was dropped . Its purpose was to get the 
participant to keep one particular training dec is ion 
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influence i n  mind a s  they answered questions about decis ion 
source credibi l ity , and was never intended to be inc luded in 
the ana lys is of the mode l . These init i a l  analyses reduced 
the tota l number of items for both the pre and post training 
scales from 1 0 7  to 9 7 . This revised 9 7 - item measure 
provided the vers ion of the questionna ire that was used in 
the fina l measurement mode l . 
Final Measurement Mode l 
The overa l l  fit of the 9 7  items to the a priori 
constructs was determined with a comprehens ive measurement 
mode l . Start ing values for the lamda matr ix were specif ied 
based on confirmatory factor ana lys is of each latent 
variable . S ince the initial measurement model had already 
ref ined each latent variable , items were forced to load on 
their associated a priori  factors . All  latent variables in 
the phi matrix were a l lowed to intercorrelate . The f inal 
version of the questionna ire was associated with a chi 
squared statistic of 8 4 5 4 . 2 3 ( 4 5 0 4 , n=17 6 ,  p < . 0 1 }  and a 
chi squared ratio of 1 . 8 8 .  Although there i s  no universa l ly 
accepted critica l va lue for accepting or rej ect ing the fit 
of a LI SREL mode l , chi squared ratios ranging between two 
and three are cons idered acceptable ( Bo l l en ,  1 9 8 9 ) . 
Joreskog , one of the originators of the index , seems to 
place the cut off around 2 ( Loeh l in , 1 9 8 7 ) . Thus , with a 
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excel l ent fit . 
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The lamda values ( factor loadings ) ,  standard errors , 
and t-va lues for the items included in the f inal measurement 
model can be found in Table 1 0 . Chronbach a lphas , item means 
and standard deviations for each scale can be found in the 
same table . The phi matrix ( correlations between the latent 
variable s )  is presented in Table 1 1 . Spec i f i c  f indings from 
the measurement model are presented below . 
Tra ining Decis ion Involvement 
Al l six items from the original sca le were kept . 
Decis ion Maker Credibil ity 
The LISREL ana lys is of the Credibi l ity measure ver i f ied 
two highly correlated latent var iables ( r  . 8 7 ) , expertise 
and trustworthiness . Because of the high corre lation 
between variables , expert ise and trustworthiness were 
combined into a s ingle measure . A l l  items from the or igina l 
sca le were retained . 
Job Involvement 
A l l  three items from the origina l sca le were kept . 
Expected Training Uti l ity 
Initial ana lys is indicated that one item ( TNGUSE8 , 
questionna ire item 3 0 )  did not load cleanly and was dropped . 
Two correlated factors were verif ied ( r  = . 5 5 ) , j ob and 
career uti l ity of training . These were measured with seven 
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NAME 
TABLE 1 0  MEASUREMENT MODEL 
MEAN STANDARD LAMBDA 
DEVIATION 
LAMBDA LAMBDA 
STANDARD T VALUES 
ERROR 
KSI 1 = GROUP TRAINING TRANSFER CLIMATE ( ALPHA = . 8 2 )  
TFCLI 1 
TFCLI2 
TFCLI3 
TFCLI 4 
TFCLI 5 
3 . 7 4 2 0  
3 . 7 1 0 0  
3 . 7 7 4 0  
3 . 1 9 4 0  
3 . 8 0 6 0  
1 . 12 5 0  
0 . 9 7 8 0  
1 . 0 8 8 0  
1 . 1 0 9 0  
1 . 1 4 5 0  
0 . 62 4 9  
0 . 7 1 4 3  
0 . 8 0 5 8  
0 . 5 5 9 1 
0 . 8 1 9 5  
0 . 0 7 1 7 
0 . 0 6 8 8  
0 . 0 6 5 5  
0 . 0 7 3 5  
0 . 0 6 5 0  
8 . 7 1 9 4  
1 0 . 3 7 7 6  
12 . 2 9 7 5  
7 . 6 0 6 8  
12 . 6 0 5 0  
KSI 2 = JOB SPECIFIC TRAINING USEFULNESS ( ALPHA = . 9 0 )  
TNGUSE1 
TNGUSE2 
TNGUSE3 
TNGUSE9 
TNGUSE1 0  
TNGUSE 1 1  
TNGUSE12 
3 . 7 3 4 0  
3 . 8 7 1 0  
3 . 7 9 0 0  
3 . 8 8 7 0  
3 . 6 2 1 0 
3 . 7 18 0  
3 . 4 2 4 0  
0 . 9 9 7 0  
0 . 9 1 0 0  
1 . 0 5 4 0  
1 . 0 2 2 0  
1 .  0 7 1 0  
0 . 9 8 4 0  
1 . 12 9 0  
0 . 7 8 9 3  
0 . 8 7 6 2 
0 . 6 6 1 7 
0 . 8 3 4 8  
0 . 8 5 7 3  
0 . 8 5 9 8  
0 . 4 6 8 5  
0 . 0 6 4 0  
0 . 0 6 0 4  
0 . 0 6 8 5  
0 . 0 6 2 2  
0 . 0 6 12 
0 . 0 6 1 1  
0 . 0 7 3 4  
KSI 3 = CAREER TRAINING USEFULNESS (ALPHA = . 8 3 )  
TNGUSE4 
TNGUSE5 
TNGUSE6 
TNGUSE7 
3 . 1 6 9 0  
3 . 0 7 3 0 
3 . 0 6 5 0  
3 . 3 3 9 0  
1 . 1 6 7 0  
1 . 1 4 2 0  
1 . 12 4 0  
0 . 9 2 7 0  
0 . 8 5 8 4  
0 . 8 8 2 4  
0 . 8 5 1 9  
0 . 3 6 4 1  
0 . 0 6 2 5  
0 . 0 6 1 6  
0 . 0 6 2 8  
0 . 0 7 6 6  
KSI 4 = TRAINING MOTIVATION ( ALPHA = . 8 8 }  
LNGMOT 1 
LNGMOT2 
LNGMOT3 
LNGMOT4 
LNGMOT5 
LNGMOT6 
LNGMOT7 
LNGMOT8 
LNGMOT9 
4 . 6 0 7 0  
4 . 5 7 4 0  
4 . 5 1 6 0  
3 . 8 3 6 0  
4 . 1 0 7 0 
4 . 2 6 2 0  
4 . 2 0 5 0  
4 . 2 0 5 0  
3 . 9 3 3 0  
0 . 9 0 5 0  
0 . 6 9 1 0  
0 . 6 7 1 0  
1 . 1 8 8 0  
1 . 2 7 8 0  
0 . 9 2 5 0  
0 . 8 0 2 0 
0 . 7 4 9 0  
1 .  0 6 4 0  
0 . 3 8 8 0  
0 . 7 2 7 7  
0 . 7 5 2 3  
0 . 7 2 3 6  
0 . 3 9 9 2  
0 . 7 13 4  
0 . 5 7 9 9  
0 . 8 3 4 1  
0 . 6 2 8 0  
0 . 0 7 6 3  
0 . 0 6 7 5  
0 . 0 6 6 6  
0 . 0 6 7 6  
0 . 0 7 6 1  
0 . 0 6 8 0  
0 . 0 7 2 1 
0 . 0 6 3 4  
0 . 0 7 0 7  
12 . 3 2 5 5 
1 4 . 5 0 8 3  
9 . 6 6 3 3  
1 3 . 4 2 2 0  
1 4 . 0 0 0 6  
1 4 . 0 6 7 1  
6 . 3 8 5 2  
1 3 . 7 2 3 1  
1 4 . 3 1 4 0  
13 . 5 6 7 8  
4 . 7 5 4 4  
5 . 0 8 7 6  
1 0 . 7 8 4 1  
1 1 . 2 9 8 1  
1 0 . 7 0 1 5  
5 . 2 4 7 5  
1 0 . 4 9 3 9  
8 . 0 4 6 6  
1 3 . 1 6 1 1  
8 . 8 8 1 4 
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TABLE 1 0  ( CONTINUED ) 
ITEM MEAN STANDARD LAMBDA LAMBDA LAMBDA 
NAME DEVIATION STANDARD T VALUES 
ERROR 
KSI 5 = POST-TRAINING KNOWLEDGE ( ALPHA = . 9 2 )  
PSTKNOW1 4 . 0 2 7 0  0 . 8 2 5 0  0 . 8 2 7 4  0 . 0 6 2 5 1 3 . 2 3 8 0  
PSTKNOW2 4 . 1 0 8 0  1 .  0 2 1 0  0 . 8 4 6 0  0 . 0 6 1 7 1 3 . 7 0 5 1  
PSTKNOW3 3 . 9 0 1 0  1 .  0 0 0 0  0 . 9 3 8 0  0 . 0 5 7 7  1 6 . 2 5 5 4  
PSTKNOW4 3 . 7 0 3 0  1 . 0 6 7 0  0 . 8 9 5 1  0 . 0 5 9 6  1 5 . 0 1 1 0  
KSI 6 = GROUP GOAL LINKAGE ( ALPHA = . 9 7 )  
GL1 3 . 3 2 3 0  0 . 9 7 6 0  0 . 5 3 3 2  0 . 0 7 0 8 7 . 5 3 1 0  
GL6 3 . 5 2 0 0  1 . 1 1 9 0 0 . 6 4 5 6  0 . 0 6 7 9  9 . 5 0 3 4  
GL9 3 . 9 2 7 0  1 . 0 9 5 0  0 . 6 1 6 8  0 . 0 6 8 7  8 . 9 7 4 4  
GL1 1  4 . 0 1 6 0  1 . 1 0 1 0  0 . 6 7 6 8 0 . 0 6 7 0  1 0 . 0 9 9 7  
GL 12 3 . 8 7 0 0  1 . 1 0 9 0  0 . 8 2 6 5 0 . 0 6 18 13 . 3 8 1 0  
GL14 3 . 2 2 0 0  1 . 2 4 5 0  0 . 7 8 0 0  0 . 0 6 3 6  12 . 2 7 2 8  
GL1 7  3 . 2 7 5 0  1 . 1 4 0 0  0 . 7 1 5 4  0 . 0 6 5 8  1 0 . 8 7 3 2  
GL2 0 2 . 8 7 0 0  1 . 2 1 4 0  0 . 6 7 2 8  0 . 0 6 7 1  1 0 . 0 2 0 8  
GL2 3 3 . 2 9 3 0  1 . 1 5 8 0  0 . 7 3 2 0 0 . 0 6 5 2  1 1 . 2 18 1  
GL2 6 3 . 2 6 8 0  1 .  2 4 2 0  0 . 7 6 9 1  0 . 0 6 4 0  12 . 0 2 5 9  
GL2 9 3 . 6 7 2 0 1 . 0 7 9 0  0 . 7 5 2 2  0 . 0 6 4 6  1 1 . 6 5 2 1 
GL3 1 3 . 3 2 8 0  1 .  0 4 0 0  0 . 6 4 2 3  0 . 0 6 8 0  9 . 4 4 2 2  
GL3 3 3 . 3 2 0 0  1 . 2 2 8 0  0 . 7 9 3 1  0 . 0 6 3 1  12 . 5 7 4 6  
GL3 5 3 . 6 3 1 0  1 . 0 2 2 0  0 . 8 2 1 7 0 . 0 6 2 0  13 . 2 6 1 7  
GL4 2 . 2 6 6 0  1 . 18 3 0  0 . 3 9 1 1  0 . 0 7 3 5  5 . 3 1 9 5  
GL5 1 . 6 3 4 0  0 . 9 9 4 0  0 . 4 8 2 7  0 . 0 7 1 9  6 . 7 15 9  
GL7 1 . 7 4 0 0  0 . 9 3 1 0  0 . 6 7 0 5  0 . 0 6 7 2  9 . 9 7 6 5 
GL1 5  1 . 7 1 5 0  0 . 9 7 9 0  0 . 7 0 3 2  0 . 0 6 6 2  1 0 . 6 2 3 8  
GL 18 2 . 5 0 4 0  1 . 1 6 9 0  0 . 6 1 0 1  0 . 0 6 8 9  8 . 8 5 3 1  
GL2 1 1 . 8 1 3 0  1 .  0 0 3 0  0 . 7 4 0 1  0 . 0 6 5 0  1 1 . 3 8 9 9  
GL2 4 1 . 8 7 0 0  1 . 0 0 0 0  0 . 7 5 3 8  0 . 0 6 4 5  1 1 . 6 8 6 1  
GL2 7 2 . 7 3 0 0  1 . 1 5 7 0  0 . 5 7 2 4  0 . 0 6 9 9  8 . 1 9 2 1  
GL3 0 2 . 2 6 2 0  1 .  0 5 9 0  0 . 7 1 7 9  0 . 0 6 5 7  1 0 . 9 2 3 5  
GL3 2  2 . 1 4 8 0  1 . 1 4 0 0  0 . 7 4 6 7  0 . 0 6 4 7  1 1 . 5 3 1 9 
GL3 4  2 . 2 0 5 0  1 . 1 9 9 0  0 . 7 6 2 7  0 . 0 6 4 2  1 1 . 8 8 3 5  
GL3 6 1 . 7 9 5 0  1 .  0 2 8 0  0 . 7 18 7  0 . 0 6 5 7  1 0 . 9 4 1 3 
GL3 7  2 . 0 82 0 1 . 12 5 0  0 . 7 8 8 9  0 . 0 6 3 2  12 . 4 7 82 
GL38 2 . 1 9 7 0  0 . 9 8 5 0  0 . 5 9 9 6  0 . 0 6 9 2  8 . 6 6 6 3  
ITEM 
NAME 
GL3 9  
GL4 0 
GL4 1 
GL4 2  
GL1 0  
GL13 
GL 1 6  
GL 19 
GL2 2 
GL2 5 
MEAN 
1 .  6 3 9 0  
1 . 5 9 8 0  
2 . 1 1 5 0  
1 . 5 3 7 0  
2 . 6 7 2 0  
2 . 0 1 6 0  
2 . 5 7 4 0  
2 . 6 2 6 0  
2 . 5 9 3 0  
2 . 5 2 0 0  
TABLE 1 0  ( CONTINUED ) 
STANDARD 
DEVIATION 
0 . 9 4 5 0  
0 . 9 3 3 0  
1 . 1 3 0 0  
1 . 0 0 9 0  
1 .  3 0 1 0  
1 . 0 8 6 0  
1 . 0 4 4 0  
1 .  2 1 1 0  
1 . 1 3 7 0  
1 . 2 8 3 0  
LAMBDA 
0 . 7 5 5 2 
0 . 7 4 8 8  
0 . 7 4 4 7  
0 . 7 0 2 6  
0 . 4 2 9 8  
0 . 3 5 4 4  
0 . 4 3 5 3  
0 . 6 6 6 0  
0 . 4 8 02 
0 . 6 1 62 
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LAMBDA 
STANDARD 
ERROR 
0 . 0 6 4 5  
0 . 0 6 4 7  
0 . 0 6 4 8  
0 . 0 6 6 2 
0 . 0 7 2 9 
0 . 0 7 4 1  
0 . 0 7 2 8  
0 . 0 6 7 3  
0 . 0 7 1 9 
0 . 0 6 8 7  
LAMBDA 
T VALUES 
1 1 . 7 1 7 5  
1 1 . 5 7 8 2  
1 1 . 4 8 9 2  
1 0 . 6 1 12 
5 . 8 9 6 9 
4 . 7 8 3 0  
5 . 9 8 0 3  
9 . 8 9 1 3 
6 . 6 7 6 4  
8 . 9 6 2 7  
8 8  
KS I 7 = SUPERVISOR TRAINING TRANSFER CLIMATE (ALPHA = . 7 3 )  
TFCL I 6  
TFCLI 7 
TFCLI 9 
TFCLI 1 0  
TFCLI 1 1  
TFCLI12 
3 . 8 5 4 0  
4 . 08 1 0  
4 . 2 1 1 0  
3 . 3 15 0  
3 . 7 5 8 0  
3 . 3 9 5 0  
1 . 2 3 3 0  
0 . 9 5 9 0  
1 .  0 8 8 0  
1 .  2 3 9 0  
1 . 2 8 4 0  
1 .  0 9 6 0  
0 . 6 3 3 8  
0 . 6 7 0 9 
0 . 7 4 0 6  
0 . 4 9 7 9  
0 . 6 3 7 4  
0 . 3 2 88 
KSI 8 = JOB INVOLVEMENT ( ALPHA = . 6 9 )  
JBINVLV1 4 . 17 7 0  
JBINVLV2 2 . 6 3 7 0  
JBINVLV3 2 . 62 9 0  
0 . 9 1 1 0  
1 .  2 9 0 0 
1 . 3 2 2 0  
0 . 5 1 1 1  
0 . 7 9 5 1  
0 . 7 3 4 6  
0 . 0 7 4 3  
0 . 0 7 3 2  
0 . 0 7 12 
0 . 0 7 7 8  
0 . 0 7 4 2  
0 . 0 8 0 9  
0 . 0 7 9 6  
0 . 0 7 6 1  
0 . 0 7 6 4  
8 . 5 3 0 7  
9 . 1 6 17 
1 0 . 4 0 7 5  
6 . 4 0 1 6  
8 . 5 9 2 4  
4 . 0 6 2 7  
6 . 4 2 13 
1 0 . 4 4 6 9 
9 . 6 1 1 4  
K S I  9 = TRAINING DECIS ION INVOLVEMENT ( ALPHA = . 8 1 )  
NVLV1 
NVLV2 
NVLV3 
NVLV4 
NVLV5 
NVLV6 
1 . 9 02 0  
2 . 2 2 4 0  
3 . 02 4 0  
2 . 2 5 6 0  
2 . 7 5 2 0 
2 . 3 6 8 0  
1 . 2 0 9 0  
1 . 1 6 3 0 
1 .  4 0 0 0  
1 . 3 13 0  
1 . 3 1 8 0  
1 . 4 0 0 0  
0 . 6 12 7  
0 . 3 9 2 6  
0 . 7 4 9 0  
0 . 5 4 3 4  
0 . 6 1 3 2  
0 . 9 0 8 1  
0 . 0 7 1 9 
0 . 0 7 6 8 
0 . 0 6 7 8  
0 . 0 7 3 7  
0 . 0 7 1 9 
0 . 0 6 2 5  
8 . 5 1 9 4  
5 . 1 1 2 0 
1 1 . 0 4 1 9 
7 . 3 7 2 2  
8 . 5 2 6 9 
1 4 . 5 3 4 5  
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TABLE 1 0  ( CONTINUED ) 
I TEM MEAN STANDARD LAMBDA LAMBDA LAMBDA 
NAME DEVIATION STANDARD T VALUES 
ERROR 
KSI 1 0  = CREDIBILITY OF TRAINING DECISION MAKER ( ALPHA = • 9 1 )  
CRED1 3 . 9 3 5 0  1 . 1 4 6 0  0 . 7 5 3 7  0 . 0 6 5 3  1 1 . 5 4 5 2  
CRED2 4 . 0 4 8 0  1 . 13 9 0  0 . 8 0 7 5  0 . 0 6 3 2  12 . 7 7 2 1  
CRED3 3 . 8 2 9 0  1 . 2 3 3 0  0 . 8 3 4 2  0 . 0 6 2 1 1 3 . 4 2 5 6  
CRED4 3 . 8 5 5 0  1 . 1 6 7 0  0 . 8 5 3 9  0 . 0 6 1 3  1 3 . 9 3 1 6 
CRED5 3 . 4 3 1 0  1 . 2 2 2 0  0 . 7 8 6 7  0 . 0 6 4 1  12 . 2 8 1 9  
CRED6 3 . 5 5 6 0  1 . 1 8 5 0  0 . 7 6 8 5  0 . 0 6 4 7  1 1 . 8 7 0 8 
CRED7 4 . 1 9 4 0  0 . 9 2 5 0  0 . 3 4 2 1  0 . 0 7 5 4  4 . 5 3 5 6  
CRED8 4 . 2 7 4 0  0 . 8 6 8 0  0 . 5 4 9 9  0 . 0 7 1 4  7 . 6 9 8 4  
CRED9 4 . 0 6 5 0  1 .  0 5 7 0  0 . 8 0 5 5  0 . 0 6 3 3  12 . 7 2 2 4  
CRED1 0  3 . 9 8 4 0  1 . 2 4 9 0  0 . 7 0 2 2  0 . 0 6 7 1  1 0 . 4 6 8 7  
CRED1 1  3 . 1 3 0 0  1 . 3 5 5 0  0 . 4 6 7 9  0 . 0 7 3 3  6 . 3 8 7 1  
CRED12 3 . 7 1 0 0  1 . 2 0 1 0  0 . 6 7 3 0  0 . 0 6 8 0  9 . 8 9 3 7  
KSI 1 1  = PRE-TRAINING KNOWLEDGE ( ALPHA = . 7 5 )  
PREKNOW1 2 . 2 6 1 0 1 .  2 0 4 0  0 . 7 5 5 0  0 . 0 9 0 1  8 . 3 7 9 7  
PREKNOW2 3 . 6 9 6 0  1 . 1 0 6 0  0 . 3 8 5 2  0 . 0 8 5 7  4 . 4 9 7 1  
PREKNOW5 3 . 0 4 5 0  0 . 9 2 8 0  0 . 7 0 2 6  0 . 0 8 8 6  7 . 9 3 2 0  
TABLE 1 1 .  
KS I 1 
KS I 2 
KS I 3 
KS I 4 
KS I 5 
KSI 6 
KS I 7 
KS I 8 
KS I 9 
KS I 1 0  
KS I 1 1  
KS I 7 
KSI 8 
KS I 9 
KS I 1 0  
KS I 1 1  
KS I 1 
KS I 2 
KS I 3 
KS I 4 
K S I  5 
KS I 6 
KS I 7 
KS I 8 
KS I 9 
KS I 1 0  
KS I 1 1  
CORRELAT I ONS BETYEEN LATENT VAR I ABLES 
KS I 1 KS I 2 KSI 3 
1 . 0000 
0 . 3827 1 . 0000 
0 . 2457 0 . 5490 1 . 0000 
0 . 45 1 1  0 . 671 7 0 . 3833 
0 . 1 1 42 0 . 1 1 44 0 . 0953 
0 . 6747 0 . 3 1 2 1  0 . 2700 
0 . 5949 0 . 4601 0 . 2952 
0 . 0444 0 . 4585 0 .33 1 4  
0 . 2939 0 . 4841 0 . 2 1 1 5  
0 . 4 1 56 0 . 5 1 57 0 . 4650 
- 0 . 2332 - 0 . 2366 - 0 . 1 058 
KS I 7 KSI 8 KSI 9 
1 . 0000 
- 0 . 0347 1 . 0000 
0 . 3446 0 . 2263 1 . 0000 
0 . 4276 0 . 2869 0 . 2993 
- 0 . 2042 - 0 . 0025 - 0 . 2443 
* p > 0 . 05 2 - t a i l ed test 
Group T ra i n i ng T ransf e r  C l i ma t e  
J o b  U t i l i ty of T ra i n i ng 
Career Ut i l i ty of T ra i n i ng 
T r a i n i ng Mot i vat i on 
Pos t - T ra i n i ng Knowl edge 
Group Goa l L i nkage 
KSI 4 
1 . 0000 
0 . 1 084 
0 . 275 1 
0 . 4225 
0 . 3544 
0 . 3934 
0 . 4081 
- 0 . 325 1 
KSI 1 0  
1 . 0000 
- 0 . 2229 
Supervi sor T ra i n i ng T ransfer C l i mate 
J ob I nvol vement 
T r a i n i ng Dec i s i on I nvo l vement 
Cred i bi l i ty of Dec i s i on Maker 
P r e - T ra i n i ng Knowl edge 
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KSI 5 KS I 6 
1 . 0000 
0 . 2267 1 . 0000 
0 . 0673 0 . 4 1 23 
0 . 0289 0 . 201 1 
0 . 0588 0 . 1 257 
0 . 1 965 0 . 4628 
0 . 09 1 2  - 0 . 26 1 7  
KS I 1 1  
1 .  0000 
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and four items , respectively . LI SREL ana lys is indicated that 
the two factor solution fit the data better than a one­
factor solution . The fit of the training uti l ity 
measurement model with two factors ( j ob and career uti l ity ) 
revea led a chi squared stat istic of 2 5 7 . 7 6 ( 5 3 , n = 17 6 ) , 
whi le the f it of corresponding s ingle factor measurement 
mode l reveal ed a chi squared statistic of 4 9 6 . 2 5 ( 5 4 ,  
n=17 6 ) . The difference between the two chi squared 
stat istics ( chi  squared difference = 2 3 8 . 4 9 ,  1 df ) was 
s igni f icant { p< . 0 1 ) . Thus , the two factor solution was used 
in the present study . 
Even though the two factor solut ion was s igni ficant ly 
better than the single factor , the dua l factor chi squared 
rat io of 4 . 8 6 was sti l l  higher than des ired . However , 
further fitting of the solut ion did not improve the fit 
without dropping items that appeared important to capture 
the construct . Therefore , the seven and four item scales 
were used without further f itt ing . 
Tra ining Trans fer Cl imate 
One item { TFCLI8 , item number 4 2 }  did not load cleanly 
and was dropped , leaving a total of 1 1  items . The ana lys is 
verif ied 2 correlated factors ( r  = . 6 0 } , work group and 
supervisor tra ining transfer c l imate . LI SREL ana lys is 
indicated that the two factor solut ion f it the data better 
than a one factor solution . The chi squared for the 
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tra ining trans fer climate measurement model with two factors 
( group c l imate and supervisor c l imate ) was 1 1 4 . 6 5 { 4 3 , n = 
1 7 6 ) , whi l e  the chi squared of the corresponding s ingle 
factor measurement mode l was 2 67 . 6 3 ( 5 4 , n = 1 7 6 ) . The 
difference between the two chi squared stat istics ( chi 
squared difference = 152 . 9 8 ,  11 df ) was s ignif icant ( p< . 0 1 ) . 
Goa l Linkage 
On the bas i s  of past research , three goal l inkage 
factors shou ld have been reta ined . However , the analys is 
fai led to support the origina l three correlated factors 
advanced by Tj osvold { 1 9 8 3 ) . There was the possibil ity , 
however , that the cooperat ive and compet it ive goal l inks 
were rea l ly one continuum , with independent goal l inkage on 
a separate continuum . LISREL ana lysis of one versus two 
factors revealed an excel lent fit for both solutions . The 
two factor solution ( cooperat ion-compet it ive and 
independent ) provided a sl ightly better fit than the best 
s ingle factor solution ( achieved by dropp ing 4 items ) . 
S ince the 2 factors were highly correlated ( r  = - . 8 7 ) , the 
s ingl e  factor solution was accepted . 
S ince the origina l competit ive and independent items 
loaded negat ively on this s ingle factor , these items were 
reverse-scored and combined with the origina l cooperative 
items to comprise a s ingle goal l inkage sca le with 3 8  items . 
Henceforth , this construct was referred to as "goal 
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l inkage" , with cooperative goa l l inkage referr ing t o  h igher 
values of the construct . GL2 , GL3 , GL8 and GL2 8 
( questionnaire items 4 8 , 4 9 ,  5 4  and 7 4 )  were dropped from 
the or igina l 4 2  item goa l l inkage sca le because they loaded 
on other factors and had low goal l inkage loadings . In 
Table 7 ,  the f irst 14 Goal Linkage items were origina l ly 
cooperative items , the next 1 8  were compet itive , and the 
f inal 6 were independent . 
Training Motivation 
A l l  n ine items from the original sca le were retained . 
Knowledge of Tra ining Content 
An exce l l ent fit was achieved by dropping PRETRNG3 ,  
PRETRNG4 , and PSTTRNG5 ( items 2 ,  3 and 1 0  from the post­
tra ining questionna ire ) .  The ana lys is verif ied two s l ight ly 
corre lated factors ( r= . 0 9 ) , pre-tra ining knowledge and post­
tra ining knowledge . The pre-tra ining knowledge scale had 
three items and the post-tra ining sca le had 4 items . 
As mentioned ear l ier ,  a sma l l  samp l e  ( n  = 1 5 )  of 
obj ective post tra ining scores was col lected after the 
part icipants completed the self-report measure of j ob 
knowledge . S ince the two sets of scores were on different 
metrics , scores were standardi zed within groups to a l low 
comparison across the dif ferent tra ining courses . Obj ect ive 
performance was corre lated with the self-report measure of 
post tra ining knowledge ( r  = . 4 3 ) , a lthough l imited sample 
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s i z e  prevented a significant relationship ( p> . 0 5 ) . Despite 
the nons ignificant results , the s i z e  of  the correlation 
provides some support for the val idity of the self-reports 
of l earning measures . 
Structura l Equat ion 
Phase two analysi s  began once a sat i s factory fit for 
the measurement model was obta ined . The original structura l  
mode l ( see Figure 7 )  was modif ied s l ightly o n  the bas i s  o f  
the measurement mode l ana lys is ( see Figure 8 ) . The 
modif ication inc luded separat ing training transfer c l imate 
into two factors , group and supervisor training transfer 
c l imate , combining trustworthiness and expertise of tra ining 
dec is ion source into a s ingle factor , and combin ing 
cooperat ive , competitive , cooperative and independent goa l 
l inkage into a s ingle factor . Thus , the structura l  model 
will test the fol lowing paths . 
RH . la .  Higher leve ls  of perce ived training 
decision involvement w i l l  be assoc iated with 
higher expected j ob uti l ity of tra ining . 
RH . lb .  Higher levels  of perceived training 
decis ion involvement wi l l  be assoc iated with 
higher expected career uti l ity of tra ining . 
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F I GURE 7 .  STRUCTURAL MOD EL OF THE RELATIONSH I P S  THAT W ILL 
BE TESTED I N  TH E MODEL . 
Pre-Tra in ing 
Knowledge 
Post-Tra i n i n g  
Knowledge 
T)5 
Job 
Involve ment 
Tra in ing  
Mot iva t ion  
T)4 
S o c i a l  Proce s s e s  
96 
F I GURE 8 .  INI T I AL STRUCTURAL MODEL AFTER THE M EA SUREMENT 
MODEL ANALY S I S .  
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of tra ining 
with higher expected 
sources of training 
decisions wi l l  be associated with higher expected 
j ob uti l ity of tra ining . 
RH . 3  Group goa l l inkage wi l l  be assoc iated 
with favorable expected group tra ining transfer 
c l imate . 
RH . 4 a Expected group tra ining transfer 
c l imate wi l l  be positively corre lated with 
expected j ob ut il ity of tra ining . 
RH . 4b Expected supervisor tra ining trans fer 
c l imate wi l l  be pos itive ly correlated with 
expected j ob uti l ity of tra ining . 
RH . 5  Expected supervisor tra ining trans fer 
c l imate w i l l  be pos it ively corre lated with expected 
group tra ining transfer c l imate . 
RH . 6  Expected j ob ut i l ity of tra in ing w i l l  be 
positively correlated with expected career uti l ity 
of tra ining . 
RH . 7 a Expected j ob ut i l ity of tra ining w i l l  
b e  pos it ively corre lated with tra i ning motivation . 
Soc i a l  Processes 
RH . 7b Expected career ut il ity of training 
wi l l  be posit ively correlated with tra ining 
mot ivation . 
RH . 8  Job involvement wi l l  be posit ive ly 
correlated with tra ining motivation . 
RH . 9  Training motivation wi l l  be posit ively 
corre lated with post-training knowledge . 
RH . 1 0 Pre-training knowledge wi l l  be positively 
correlated with post-training knowledge . 
LI SREL analys is requires that the boundaries of the 
model be specif ied ( James , Mu laik , & Brett , 1 9 8 2 } . 
Prel iminary examination of the structura l  model indicated 
that thi s  requirement was ful f i l led . 
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The structural analyses were l imited to the 1 2 2  
participants who indicated i n  the biodata that someone other 
than themse lves was the primary inf luence on their 
part ic ipat ion in tra in ing . Some of the partic ipants self­
selected into the tra in ing sess ions . For the purpose of 
eva luating the impact of the tra ining deci s ion maker ' s  
credibi l ity on tra ining uti l ity , voluntary trainees ' 
responses to items about their own credibi l ity were thought 
to be uninterpretable . Therefore , only data from those who 
indicated in the biodata that others were the principle 
Soc ial  Processes 
reason for attending were included in the structura l 
analys is . 1 
The structural ana lys is was conducted with factor 
loadings fixed at the measurement model ' s  standardi z ed 
solution . Unl ike the measurement mode l , the phi ,  beta , and 
gamma matrices were f ixed at z ero , except for the 
hypothes i zed paths . A total of 1 4  paths were tested in the 
9 9  
structura l mode l .  The results o f  the structura l  ana lys i s  are 
summari zed in Figure 9 .  Unsupported paths are indicated by 
dashed l ines . Table 12  presents the path coef ficients , 
standard errors , and t-va lues for the structura l model . The 
overa l l  fit for the model was exce l lent , as demonstrated by 
a chi squared ratio of 1 . 9 2 ,  based on a chi squared 
stati stic of 8 9 15 . 4 5 ( 4 6 3 7 , n=1 2 2 ) .  
Eleven out of 14  predicted paths were supported . 
Career and j ob uti l ity of tra ining were s igni f icantly 
af fected by decis ion source credibi l ity . Group tra ining 
transfer c l imate was s ignif icantly af fected by group goa l 
l inkage and by supervisor tra ining transfer c l imate . Job 
uti l ity was s ignif icant ly affected by decision maker 
credibil ity , tra ining decis ion involvement , and supervi sor 
tra ining trans fer cl imate . Career ut i l ity of training was 
Even with this limitation , there was sufficient variance 
in participat ion to determine the relationship between 
training dec is ion involvement and career and j ob uti l ity 
of tra ining . 
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BETA 
BE21 
BE32 
BE42 
BE43 
BE 54 
TABLE 12 . RESULTS OF STRUCTURE MODEL ANALYS I S  
MATRIX 
PATH 
COEFFICI ENT 
- . 0 1 8 0  
. 3 3 3 4 
. 6 0 6 1  
. 0 0 8 8  
. 2 1 02 
STANDARD 
ERROR 
. 1 0 1 8  
. 1 1 0 5  
. 09 7 6  
. 09 2 8  
. 0 9 8 7  
T 
VALUES 
-0 . 1 7 9 8  
3 .  1 9 8 5*** 
6 .  3 5 7 4 *** 
0 . 0 9 2 0  
2 .  2 4 2 8** 
GAMMA MATRIX 
GA1 1  . 5 0 7 9  . 07 54 6 .  12 7 1  
*** 
GA1 2  . 4 3 9 2  . 08 3 5  4 .  7 8 2 9
*** 
GA22 . 3 14 1 . 0 9 4 6  3 .  0 7 7 6
** 
GA24 . 2 9 9 2  . 07 8 2  3 .  5 4 3 8
*** 
GAzs . 4 2 6 1  . 07 5 4  5 .  2 3 7 4 
*** 
GA34 . 07 7 6  . 0 9 3 8  0 . 8 12 7  
GA35 . 2 6 3 1  . 09 6 1  2 .  6 9 0 9** 
GA43 . 1 8 4 8  . 0 8 5 2  2 .  0 5 8 2* 
GA56 . 3 3 58 . 1 0 6 5  3 . 1 5 14
** 
overa l l : Chi2 = 8 9 15 . 4 5 , df = 4 6 3 7 ; Chi2 ratio = 1 .  9 2 2 7  
* p< . 0 5 ;  * *  p< . 0 1 ;  * * *  p< . 0 0 1  ( 1 -tai led test) 
1 0 1  
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signi f icant ly affected by decision maker credibi l ity . 
Training motivation was s ignificantly affected by j ob 
invo lvement and j ob ut i l ity of training . Post-tra ining 
knowledge was s ignif icantly predicted by pre-training 
knowledge and tra ining mot ivation . Thus , RH . 2 a ,  2 b ,  3 ,  
4 b ,  5 ,  6 ,  7 a , 8 ,  9 ,  and 1 0  were supported . 
Three paths were not supported . As can be seen in 
Figure 9 ,  two of three of these unsupported paths 
involved career util ity of tra ining . Spec i f ica l ly ,  
career ut i l ity was not a predictor of training 
motivation , and was not affected by tra ining deci s ion 
involvement . In addition , the path between group 
tra ining transfer cl imate and j ob uti l ity of tra ining 
was not s igni f icant . Thus , RH . 1b ,  4a , and 7 b  were not 
supported . 
Severa l  alterations to the structura l  equation 
were suggested by high modif ication indices for the 
Beta , Gamma , and Phi matrices . ( The Beta matrix def ines 
the correlations between latent endogenous variables , 
the Gamma matrix def ines correlations between latent 
endogenous and exogenous variables , and the Phi matr ix 
indicates relat ionships between latent exogenous 
variables . )  These indices pointed to strong loadings 
of goa l l inkage on dec is ion maker credibil ity ( 2 8 . 08 )  
and on supervisor tra ining transfer c l imate ( 1 7 . 0 0 ) . 
1 0 2  
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Supervisor tra ining transfer c l imate a l so had a high 
modif ication index for dec is ion maker credib i l ity 
{ 1 9 . 7 3 ) . Sma l ler modif ication indices existed for goa l 
l inkage and post-tra ining Knowledge { 1 2 . 2 0 ) , and 
tra ining dec is ion involvement and decis ion maker 
credibi l ity ( 1 1 . 8 8 ) . 
Modi fying the structura l  model solely on the bas i s  
of modif icat ion indices , and then running the revised 
structural with the same data runs the risk of 
capita l i z ing on chance . In the words of one scholar 
who recogn i z ed the inadvisab i l ity of making inferences 
on the bas i s  of ref itting a model with the original 
data , the results are "baloney" ( Cureton , 1 9 5 0 ) . With 
this in mind , addit iona l model ing of the data were not 
conducted . 
Soc ial  Processes 
CHAPTER V 
DI SCUSS ION 
The purpose for this study was to explore possible 
causes of perce ived tra ining usefulness ,  and then 
investigate causal paths from tra ining usefulness to 
tra ining motivat ion and on to tra ining success . The 
structura l model supported ten out of thirteen a priori  
l inks . Spec i f ic f indings are discussed be low . 
Social  Processes within Work Groups 
Several hypotheses addressed the soc i a l  processes 
that go on within the work group and between the 
employee and the supervisor . The goal l inkage among 
work group members was predicted to affect expected 
train ing transfer cl imate , which in turn , would affect 
the perceived j ob uti l ity of tra ining . Measurement 
mode l ana lyses indicated that the three goa l l inkage 
measures were assess ing one construct . Furthermore , 
tra ining trans fer climate was ver i f ied to be composed 
of two factors : group tra ining transfer c l imate and 
supervisor tra ining transfer c l imate . The structural 
ana lys is indicated that , as predicted in RH . 3 ,  
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cooperative group goa l  l inkage was assoc iated with 
expected support for training transfer from group 
members .  This finding suggests that cooperative goa l 
l inkage between group members leads to expectat ions of 
tolerance and helping behaviors from other group 
members when tra inees return to the work s ite and start 
us ing their newly acqu ired ski l l s . In addit ion , 
employees seem to expect that the supervisor ' s  
tolerance and helping behaviors w i l l  affect the 
behaviors that the work group members exhibit toward 
the returning tra inee . 
These findings are consistent with previous theory 
and research . Deutsch ( 19 4 9 ) predicted cooperative 
interdependence among group members would lead to 
increased sharing of information and assistance . 
Tj osvold ' s  work { 1 9 8 4 , 1 9 8 6 a )  indicates that 
cooperat ive goa l linkage led to more coordinat ion and 
productivity . Other researchers have found that 
supportive group behaviors are critical for tra ining 
transfer ( Ba ldwin & Ford , 1 9 8 8 ; Baumgartel & 
Jeanpierre , 1 9 7 2 ; Bahn , 1 9 7 3 ) . Furthermore ,  past 
researchers have found that supervisors play an 
important part in providing a favorable c l imate for 
tra ining transfer ( S ims Jr . & Manz , 1 9 8 2 ; Byham , Adams , 
& Kiggins , 1 9 7 6 ) . 
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Two other hypotheses about tra ining transfer 
c l imate received mixed support . Consi stent with RH . 4 b ,  
h igh l eve ls  o f  expected supervisor tra ining transfer 
c l imate were assoc iated with high levels of expected 
j ob uti l ity of training . However , group tra ining 
trans fer c l imate did not s igni f icantly influence j ob 
uti l ity of tra ining . Thus , in this sample , the 
supervisor ' s  support for training was associated with 
the tra inee ' s  view of whether the tra ining would be 
useful for the current j ob ,  whi le the work group ' s  
support for tra ining had no s ignif icant effect . 
Characteristics of the sample may exp l a in the 
pattern of f indings for group and supervisor training 
transfer c l imate . The maj ority of the organi z ations 
included in the sample used trad itiona l top-down 
management . With the types of workflow that typica l ly 
characteri z e  these types of j obs , the supervi sor would 
be the primary determinant of the extent to which newly 
learned behaviors could be genera l i zed to the work 
sett ing . 
I n  contrast , in a more team-oriented environment , 
task workf low might be character i z ed by more self­
management by the work group , and a proportionately 
sma l l er emphas i s  on the supervisor providing the 
principle source of direction . In team or iented 
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environments , workflow patterns are reciprocal and 
team , as opposed to independent and sequent ial  ( Van De 
Ven et a l . , 1 9 7 6 ) . Independent and sequent ial  workf low 
would give l ittle opportunity for the work group 
members to fac i l itate or interfere with each other 
( Thompson , 1 9 6 7 ; Van De Ven , Delbecq , & Koenig , Jr . ,  
1 9 7 6 ) . On the other hand , j obs that involve 
substant ial  interdependence between employees would 
give more opportunity for interference or cooperat ion . 
Perhaps only in j obs characteri z ed by reciproca l and 
team workf low would the effect of the group tra ining 
transfer c l imate be strong enough to inf luence the 
perceived j ob ut i l ity of tra ining . 
A supplemental analys is was conducted to explore 
the possibil ity that the training transfer c l imate of 
work groups characterized by team and rec iprocal 
interact ion would inf luence the j ob ut i l ity of 
tra ining . Reciproca l and team interdependence would 
most l ikely be experienced by workers who felt that 
working with peers was an integra l part of the ir j ob .  
Therefore , data used for the previous structura l  
analyses were l imited t o  the respondents who indicated 
in their biodata that working with others at the same 
l evel in their organi z ation involved "Most" or "A Large 
Part" of their work . For this supplementa l analys i s , 
Soc i a l  Processes 
the same structura l  equation ( Figure 8 ,  page 9 6 )  and 
item factor loadings were used . Unfortunate ly , due to 
sma l l  samp le s i z e  (N = 7 3 ) , the procedure fai led to 
converge . Furthermore , partitioning the data set on 
the bas is of one biodata response probably fails  to 
accurately ident i fy respondents experienc ing team and 
reciproca l workf low in their j obs . It is l ikely that 
many of the respondents who said that peerwork was 
important had j obs characteri zed by independent or 
sequent ial  workflow .  A rep l i cation of the research 
with a larger sample of part icipants holding j obs 
character i z ed by team or rec iprocal workf low wou ld 
provide a better test of the proposed path between 
group tra ining transfer c l imate and j ob uti l ity . 
The val idity of the j ob uti l ity sca le as a measure 
of ut i l ity for an interdependent j ob may a l so be in 
question , as the items measuring j ob ut i l ity focused 
more on individua l ,  rather than group outcomes .  Hence , 
the l eve l s  of ana lys is of the group training transfer 
c l imate and the j ob ut i l ity of tra ining measures were 
not the same , and as a result , the analys is may have 
fai led to detect a relationship between the two . 
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Training Decis ion Involvement 
As predicted in RV . 1a ,  higher level s  of perceived 
training decis ion involvement were associated with high 
j ob uti l ity of tra ining . This result is consistent with 
previous research that suggests that part icipat ion in 
the tra ining decis ion is associated with a stronger 
belief that the tra ining is appropriate {Hicks & 
Kl imoski , 1 9 8 7 ) , and with self selected tra inees being 
less l ikely to leave a tra ining course early than those 
taking required tra ining ( Rymer & Biersner , 1 9 7 5 ) . 
This f inding i s  a l so cons istent with performance 
appra isal  and leadership research , which has found that 
involvement is correlated with increased acceptance , 
satisfaction , and behavioral changes .  For examp le , 
French , Kay and Meyer ( 19 6 6 )  found that participation 
in the performance appra isal system was associated with 
more acceptance of the goa l and satisfact ion with the 
appra isal system . 
Dec is ion Maker Credibi l ity 
As predicted by RH . 2 a and 2 b ,  dec is ion maker 
credibi l ity was positively associated with j ob and 
career uti l ity of training . These results are 
cons istent with past theory and research on 
credibi l ity . I lgen , Fisher and Taylor { 19 7 9 )  view 
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cred ibi l ity as a combination of expert ise and 
trustworthiness . Expertise , particularly 
organi z ationa l knowledge , has been assoc iated with 
acceptance of suggestions ( Katz & Kahn , 1 9 7 8 ) . Stone , 
Gueuta l ,  and Macintosh ( 19 8 4 ) found that subordinates 
were more wi l l ing to accept feedback from supervisors 
when they felt that supervisors were knowledgeable 
about the subordinate ' s  j ob .  Past research a lso 
supports the role of trust in the source of feedback as 
a necessary condition to acting on performance feedback 
( Hogan , Fisher & Morrison , 1 9 7 4 ) . 
Career Ut i l ity of Tra ining 
Only one other factor bes ides dec ision maker 
credibil ity was associated with career uti l ity of 
training . As predicted by RH . 6 ,  expected j ob uti l ity 
was pos itive ly associated with expected career uti l ity . 
In thi s  sample , respondents saw a clear l ink between 
taking tra ining to improve current j ob performance and 
taking the training to advance their career . Thi s  may 
have been the result of expectat ions that improved j ob 
performance because of the tra ining would be not iced 
and rewarded with desired career outcomes . 
Two paths involving career uti l ity of training 
were not supported . Given the abundance of research 
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establ i shing relationsh ip between involvement and 
decis ion acceptance (Anthony , 1 9 7 8 ; Yuk l , 1 9 8 1 } , it is 
somewhat surpris ing that involvement in the dec i s ion 
did not predict career uti l ity . In addition , the path 
between career ut i l ity and training motivation was not 
supported . 
The lack of support for the career uti l ity paths 
may have been caused by several factors . First , the 
career uti l ity measure may be unrel iable or lack 
construct va l idity . Whi l e  the effects of unre l iabi l ity 
are removed by LI SREL analys is , the construct va l idity 
of the measure may be questionable . 
def ined as fac i l itating a promotion , 
Career ut i l ity was 
ra ise , des irable 
j ob assignment , or increased j ob marketabi l ity . 
However , it might a lso be def ined as securing a j ob 
that did not interfere with non-work activities , j ob 
security , and offer ing sat isfying relations with 
coworkers . Thus , career ut i l ity i s  a complex concept , 
and may not have been adequate ly assessed in the 
present study . 
The manner in which respondents were selected may 
a l so present poss ible explanations for the lack of 
support for the career uti l ity l inks . First , career 
uti l ity may predict tra ining motivation only with 
particular training topics that were not adequate ly 
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represented in the current study . For example , more 
genera l developmenta l courses ( i . e . , public speaking ) 
may be viewed as providing participants with ski l l s  
needed for higher pos it ions , thus resulting i n  a 
s ignificant path between career uti l ity and tra ining 
motivation . 
Second , the l ink between career ut i l ity and 
tra ining motivat ion may occur only in organi z ations 
that develop and promote from within , have c lear ski l l  
specif ications for promotable positions , and pract ice 
career pathing for the ir employees . Many companies 
lack a clear career progress ion for a l l  leve l s  of 
employees , and may hire from outs ide rather than 
develop and promote from within . 
The lack of support for the decis ion invo lvement-­
career uti l ity l ink may be an artifact of the sample , 
which was l imited to those who indicated in the biodata 
section that they took tra ining due to inf luence from 
others ( i .  e . , the ir direct supervisor or management 
higher than the ir supervisor ) .  Job spec i f i c  training 
i s  more l ikely to be required or recommended by 
supervisors or the organization than career-oriented 
train ing . Perhaps the companies represented in the 
sample did not l ink participation in this tra ining with 
career advancement . In this case , the sal ience of 
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career uti l ity of the tra ining might result in the 
career uti l ity scale having a low mean , with l imited 
variance due to basement effect . However , a comparison 
of the j ob uti l ity and career uti l ity means and 
standard deviations revealed few differences . The mean 
score for career util ity was 3 . 3 6 ( SD = . 8 9 ) , whi l e  the 
mean for j ob ut i l ity was 3 . 8 8 ( SD = . 8 6 ) . Thus , the 
variance in career uti l ity does not appear to be 
restr icted . 
It i s  a l so possible that the career uti l ity-­
training motivation l ink does not occur in the general 
populat ion , s ince many people may value tra ining as a 
means to create a more impress ive resume , and not va lue 
learning the content itsel f .  In this case , the tra ining 
would have career uti l ity , but not be assoc iated with 
motivation to exert ef fort in learning . 
Tra ining Mot ivat ion 
The model predicted that j ob and career ut i l ity of 
tra ining would predict tra ining motivat ion . These 
hypotheses rece ived mixed support . As predicted by 
hypothes is S a , the path between j ob uti l ity and 
tra ining mot ivat ion was s ignificant . The corol lary 
hypothesis , that career ut i l ity of tra ining pred icted 
tra ining motivation , was not supported . The fa i lure to 
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f ind a s ignif icant link between career uti l ity and 
training motivation is consistent with results found by 
Noe and Schmitt ( 1 9 8 6 ) . The results found in the 
current study are also somewhat consistent with the 
adult tra ining l iterature , in that adult learners have 
been found to be more motivated to take training that 
w i l l  have an immediate appl ication for their current 
j ob s ituation ( Knowles , 1 9 8 7 ) . 
Training Knowledge 
The mode l predicted that Tra ining Motivation would 
predict training success . In contrast to past training 
research , which has se ldom demonstrated the predicted 
l ink between motivation and learning ( Noe & Schmitt , 
1 9 8 6 ) , this study showed a s igni f icant relationship 
between the two . Furthermore , this result i s  
cons istent with past theor ies that view tra ining 
success as function of tra ining motivation , individual 
dif ferences ,  and the training itsel f  (Wexley & Latham , 
1 9 8 1 ; Goldste in , 1 9 8 6 ; Noe , 1 9 8 6 ;  Baldwin & Ford , 
1 9 8 8 ) . Although the latter two factors were not 
exp lored in the current study , the wide var iety of 
tra ining courses , instructors , and respondents should 
serve to reduce any systemat ic effect of individual 
dif ferences and the tra ining itself . This lends 
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credence to the idea that tra ining motivation was the 
primary factor in expla ining post training knowledge in 
the current study . Furthermore , the substant ial  
correlation between obj ect ive test scores and self­
reports of training knowledge suggests that the 
participants were able to report their own learning 
with some accuracy . This increases the chance that the 
relationship between learning and training mot ivat ion 
was not produced solely by method variance . However , 
the motivation-learning l ink is sti l l  confounded by the 
self-report issue , and there is no way to resolve the 
i ssue with the measures used in this study . 
Limitations 
Most authorities do not recommend relying on only 
one source of data , especi a l ly when gathered by the 
same method ( Brinberg & McGrath , 1 9 8 5 ; I saac & Michael , 
1 9 87 ) . Re lying on self-report questionnaire data may 
l eave the researcher unable to separate the effects of 
social desirabi l ity and method variance from whatever 
" true "  effects exist . In addit ion , soc i a l  des irabi l ity 
was probably reduced by insuring conf idential ity and 
also careful ly construct ing items to avoid obvious 
demand cues . 
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The ser iousness of the s ingle source bias problem 
depends on the experimenta l question . In the present 
study , percept ions are of theoretical interest and thus 
s ingle source bias may not be a serious i ssue . Tra inee 
perceptions are integral to the model . For example , 
the model proposes that the group member ' s  perception 
of decis ion invo lvement , not decis ion involvement per 
se , is the critical factor in predicting training 
uti l ity . Furthermore , the sma l l  sample correlation 
between obj ective learn ing and self-report l earn ing 
suggests that subj ects could accurately report their 
l earning dur ing training . 
Despite the above arguments ,  method variance could 
st i l l  be affect ing the findings of the present study . 
Future research should repl icate these f indings and 
explore related i ssues us ing multiple sources of data , 
particularly for the learning measure . 
A final issue dea ls  with the inferences that may 
be drawn from this study . Although LI SREL a l lows the 
s imu ltaneous testing of a l l  the l inks in a model ,  it 
has l imitations . S ince the data were cross-sectiona l ,  
the d irection of causa l ity cannot be definitely 
establ i shed . Whi le causa l inferences about some of 
paths may be supported with past research ( e . g . , 
decis ion involvement inf luencing acceptance might 
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support causal inferences between deci s ion involvement 
and perce ived tra ining uti l ity) , other l inks may 
represent relationships that involve ambiguous causal 
direction . Causa l paths involving supervisors and work 
group members are particular ly ambiguous , especi a l ly 
s ince past l eadership research indicates that 
" leadership and followership are l inked concepts ; 
neither can be comprehended without the other " (Hel ler 
& Van T i l , 1 9 8 2 , p 4 0 5 ) . For example , Crockett ( 19 8 1 )  
suggests that subordinates who active ly seek support 
and performance reviews increase the frequency of 
feedback from the ir supervisors . 
Impl icat ions 
The findings of the current study suggest that 
companies might increase employees ' percept ions of j ob 
uti l ity of training by increasing the trainee ' s  
persona l involvement in the dec is ion to take the 
tra ining , improving the perception of the training 
dec is ion maker ' s  credibil ity , and increasing the 
trainee ' s  expectations of support for tra ining transfer 
from the supervisor . 
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Supervisor Tra ining Trans fer C l imate 
One of the most nove l aspects of the model in the 
current study is its recognition of the effect of 
expectations of tra ining transfer c l imate from the 
supervisor on j ob ut i l ity of training . Even before 
training , the individua l may cons ider whether the 
supervisor wi l l  support efforts to transfer tra ined 
ski l l  from the classroom to the j ob .  The f inding of 
the present study suggests that increas ing supervisor 
support for tra ining transfer w i l l  lead to higher 
expected j ob uti l ity of tra ining , more learning 
mot ivation , and greater tra ining success . 
How might the tra ining transfer c l imate provided 
by the supervisor be improved? Management should build 
a c l imate where exper imentation with the new ski l l s  is 
a l lowed , and provide new tra inees with assistance from 
supervisors during the critical reintroduction of the 
trainee to the work s ite . It is essent i a l  that 
supervisors use ski l l s  in ways that are compatible with 
what is taught during tra ining . In recognition of the 
extra demands thi s  might enta i l , the organiz ation 
should encourage supervisors ' coaching by making it an 
integral part of the j ob description and performance 
appraisal system , thus providing organi z ationa l 
consequences for the supervisor . 
Soc ial  Processes 
Deci sion Maker Credibil ity 
For the most part , tra ining model s  have ignored 
the credibi l ity of the those who inf luence the decis ion 
to participate in tra ining . The findings of the 
present study suggest that companies may want to 
cons ider how their emp loyees view their supervisor ' s  
cred ibi l ity . Special efforts at insuring that the 
decis ion source has the necessary information may be 
benef icia l . These might include insur ing that the 
supervisor has suff ic ient knowledge to properly match 
the tra ining course to the j ob requirements and career 
goals  of the individua l .  In addition , the supervisor 
w i l l  need to bui ld up a reputation for trustworthiness 
based on fa irness and concern for those supervised . 
The informat ion needed to a l l ow the supervisor to 
effectively coach employees may not be ava i lable . This 
may be a very common situation across many 
organ i z ations , especia l ly those that do not have 
ef fective human resource development pol icies and 
establ ished career ladders . Organi z ations may be 
advised to increase the amount and qua l ity of 
information avai lable to supervisors , including current 
information about career ladders , pos ition vacancies 
and requirements , plus rea l ist ic training descr ipt ions . 
This information may a l l ow supervisors to make more 
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informed deci s ions about tra ining . Employee performance 
appra isal systems that provide information about 
subordinate ski l l  levels needed for various aspects of 
the ir j obs w i l l  a l so a l l ow the supervisor to coach more 
effective ly . 
Dec is ion Involvement 
A f inal way in which training uti l ity might be 
increased involves increas ing trainee invo lvement in 
the deci s ion to take tra in ing . Some organi z ations do 
not have a norm of self- improvement via vo luntary 
tra ining participat ion . Instead , employees take 
tra ining only when required by the company . Company 
policies that support a norm of continuous self­
deve lopment should be implemented . For instance , 
supervi sor ' s  should rece ive tra ining in coach ing and in 
conducting participative performance appra isal 
interviews . Giving work teams opportunity to influence 
working conditions and d iagnose / solve productivity and 
qua l ity problems would encourage a norm of taking 
respons ibil ity for continuous improvement . C larifying 
a direct relationship between training/development and 
organ i z ationa l rewards would l ikely help to bui ld a 
c l imate in which emp loyees would vo luntar i ly take 
tra ining . This would reduce the need to mandate 
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training , and increase readiness to perceive pos itive 
training uti l ity . 
Future Research 
Future research should invest igate the effects of 
task interdependence , management level , and career 
pathing on the model . First , as noted ear l ier , the 
importance of group vs supervisor tra ining transfer 
c l imate may depend on task interdependence .  This might 
be investigated us ing employees represent ing a range of 
tasks from traditiona l to group-oriented j obs . Second , 
the relative importance of perceived career vs j ob 
uti l ity may change with level in the organ i z ation . A 
third question is closely re lated to the effect of 
organi z ational rank on perce ived career uti l ity , and 
would offer an a lternative explanation to a l ink 
between rank and career uti l ity of tra ining . 
Trad itiona l ly ,  career development practices , when 
present , have focused on manageri a l  rather than hourly 
employees . Many companies have no career development 
programs at a l l . The lack of c lear career paths in 
some organi zations may prevent emp loyees from seeing a 
c lear l ink between tra ining and career advancement . 
Ambiguous career progress ion paths could exp lain why 
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neither thi s  study nor Noe and Schmitt ( 19 8 6 }  found a 
s igni f icant relationship between career awareness and 
training motivation . The possible impact of career 
management programs might be studied us ing participants 
from companies having a variety of career deve lopment 
strategies . Given the growing trend of career 
management in organi z ations ( Gutteridge , 1 9 8 6 } , an 
invest igation of the poss ible effect career development 
programs on var iables in the model should be 
interesting to researchers and practit ioners a l ike . 
Not a l l  of the l inks in the training transfer 
model were investigated in the present study . Future 
research should invest igate the ef fects of other l inks 
in the model .  Specifica l ly ,  research should determine 
if supervisor support for tra ining transfer predicts 
post-training behavior changes exhibited by the 
returning trainee . Additiona l ly ,  expected training 
util ity and expected support for training transfer are 
l ikely to change with repeated exposure to 
organi z ationa l tra ining . Investigat ion of these l inks 
would shed l ight on whether the corporate tra ining 
funct ion is ful f i l l ing expectations to del iver a 
qua l ity product to its c l ients in the organ i z ation . 
Fina l ly ,  longitudina l des igns of trainee success in 
transferring the ski l l s  would a l low a ful ler view of 
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the inf luence of these impress ions on the effectiveness 
of the tra ining function in organ i z ations . 
Summary and Conclusion 
In summary , the finding of the present study 
suggests that social processes in a work group exert an 
inf luence on many behaviors of its members ,  including 
learning new ski l ls . The proposed mode l exp l ic itly 
cons iders these socia l processes . The results of the 
present study suggest that involvement in the tra ining 
decision may increase the tra inee ' s  perception of j ob 
uti l ity of training . Job uti l ity is a l so predicted by 
the tra ining transfer c l imate provided by the 
supervisor . In addition , supervisor credibil ity may 
increase the perceived j ob uti l ity of training . 
Fina l l y ,  perceived j ob tra ining uti l ity predicts 
tra ining mot ivat ion , which in turn predicts training 
success .  
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APPENDIX A 
Social  Processes 
1 3 6  
TRAINING AND PARTI CIPANT CHARACTERI STICS 
Data gathering , tra ining and participant characteristics 
for organi z ationa l training from fourteen groups are 
summari z ed be low . All part icipants responded to the items 
us ing a computer scan form , except for biodata items , which 
were answered on the pre-training questionna ire . The scan 
forms and questionna ires were returned in sealed envelopes 
to the researcher for scanning and data entry . Response 
rates ref lect the number of partic ipants who completed at 
least ha l f  of the quest ionna ire items . A l l  tra ining was paid 
for by the emp loyer . 
Soc i a l  Processes 
Government Transportation Fac i l ity 
Management/ Communication Ski l l s , N = 1 0  
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Management/ communication ski l l  training was given t o  a l l  
supervi sors o f  a service organization mainta ining a 
municipal fac i l ity . Twenty ha l f  day tra ining sessions , 
presented over f ive months , were given at nearby hotel 
meet ing fac i l ities by outs ide tra ining/ organi z ational 
deve lopment consultants . The part icipants , nine men and one 
woman , were supervisors from a l l  departments of the 
organi z ation . The average j ob tenure was 14 . 1  years , with 
two partic ipants having only three months of experience . 
Under strong encouragement from the management and the 
consultants , who wanted the data for program eva luat ion , the 
pre-tra ining questionna ire was f i l led out the day before the 
beginning of the training . Post-training data were gathered 
one month after the last sess ion . One important circumstance 
about this data is that the training was the f irst that many 
of these partic ipants had ever been offered by the employer , 
and was part of an organizationa l development effort . The 
course had been designed on the bas is of an organ i z ation 
needs ana lys i s  performed by the consultants . Supervisors 
completed the tra ining before the employees started the ir 
tra ining in communicat ion ski l ls . Ten of twelve supervisors 
compl eted the questionna ires , for a response rate of . 8 3 .  
Soc i a l  Processes 
Government Transportation Faci l ity 
Communication Ski l ls , N = 4 0  
1 3 8  
This  same organization also required a l l  its non 
supervisory employees to take related communication 
training , given for 5 days over 2 months . The consultants 
held the tra ining sess ions at nearby hotel meeting 
fac i l ities . The participants , twenty men , eighteen women 
and two unspeci f ied employees , came from a l l  departments in 
the organi zation , and had an average j ob tenure of 4 . 4  
years . Pre-tra ining questionna ires were given out two days 
before the training started , and post-training 
quest ionna ires were completed two weeks after the last 
c lass . From 4 5  tra inees , 40 partic ipated , for a response 
rate of . 8 9 .  
Medical Center # 1  
Management Tra ining , N = 1 8  
Social  Processes 
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Management tra ining was offered to managers i n  this 
medica l center . Two consecutive days of training were given 
by members of the tra ining department and subj ect matter 
experts . This training was part of a continuing program to 
deve lop management potential in staff members .  The 
participants , s ixteen women and two men , held lower and 
middle leve l management positions from a variety of 
departments in the hospita l .  About 1 / 2  were directly 
involved in patient care or treatment . The average j ob 
tenure was f ive years in the current pos it ion , a lthough two 
peop l e  were very new ( less than three months ) .  The 
partic ipants f i l led out the pre-training portion before 
coming to the tra ining , and the post-training quest ionna ire 
at the conclusion of the course or within a few weeks of 
completion . From 3 9  part ic ipants contacted to complete the 
quest ionna ires , eighteen responded for a response rate of 
. 4 6 .  
Medical Center #2 
Cardiology Care , N = 10 
Social  Processes 
14 0 
Medical tra ining ( Cardiology } was given to part icipants 
of this medical center who des ired to work in the Critical 
Care Unit of the hospita l .  Twelve days of train ing over 
four weeks were given on s ite by the subj ect matter expert 
from ccu . The participants , nine women and one man , were 
a l l  nurses or nurse supervisors ( two} from various 
departments .  The average j ob tenure was 7 . 8  years . Both 
parts of the quest ionna ire were administered by the 
researcher . The partic ipants f i l led out the pre-training 
port ion in the f irst hour of the course , and the post­
training questionnaire on the last day of the course ,  before 
taking a f ina l obj ective test on the course work . From 
eleven part icipants in the course , ten f i l led out the 
quest ionnaires for a response rate of . 9 1 .  
Medical Center #2 
CPR , N = 5 
Soc ial  Processes 
14 1 
CPR training was given to participants from this medical 
center as part of an annual inservice training day . The 
three hour CPR section was scheduled during the morning and 
took place in the seminar rooms of the tra ining department . 
The tra iner was a member of the tra ining department . The 
partic ipants , one women and four men , came from various 
departments and l evels in the hospital . Two of the five were 
supervisors . The average j ob tenure was 2 . 5  years . The 
tra ining department sent out an unknown number of 
questionnaire packets with a cover letter to a l l  
participants who advance registered . Many who preregi stered 
did not attend tra ining . Those who preregistered and agreed 
to participate f i l led out the pre-tra ining portion before 
coming to the inservice training , then completed the post­
tra ining portion at the end of the CPR unit . The response 
rate is unknown , but may have been as poor as . 1 0 .  
Medical Center #3  
Management Tra ining , N=5 
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Management tra ining ( strongly encouraged but not 
required ) was given to participants as part of an ongoing 
management development program . Two 1 / 2  day training units 
were given at the work s ite by members of the tra ining 
department . The participants , three men and two women , were 
managers from various departments and leve l s . A l l  were staff 
as opposed to medical supervisors , with an average tenure of 
1 1 . 7 5 years . ( However , one participant had 3 5  years tenure , 
leaving the other four with an average tenure of three 
years . )  The training department sent out memos requesting 
cooperation in the study . Those who were wi l l ing to 
part icipate were requested to come by the 
training/ development off ice to p ick up a copy of the 
questionnaire to f i l l  out before coming to the seminar . The 
post-training questionna ire was f i l led out at the end of the 
second sess ion . The response rate is unknown , but may have 
been as poor as . 2 5 .  
Government Tra ining Agency 
Planning/Organiz ing , N = 1 1  
Soc i a l  Processes 
1 4 3  
Management training was given t o  government employees as 
part of a series of 8 management seminars in a certif i cate 
program offered by a quas i-governmenta l  development agency . 
The six hour unit on "P lanning and Organi z ing" on a s ingle 
occasion at a resort meet ing s ight by a tra ining consultant . 
The part icipants , six men and four women , were c ivi l 
servants from various c ity and county departments .  S ix were 
managers . The average tenure was 7 . 5 5 years . The week 
before tra ining , questionnaire packets were sent with a 
cover letter from the agency director exp l aining the 
research and requesting participation . Pre-tra ining 
questionna ires were f i l led out before coming to the seminar , 
and post-training quest ionna ires were f i l led out at the end 
of the session . The morning sess ion had noise and visua l 
interference , and some of the participants left before 
turning in their questionna ires . Based on the number who 
attended the seminar and also completed the questionna ires , 
the response rate was approximately . 4 4 .  
Government Training Agency 
Leadership Styles , N = 1 0  
Soc i a l  Processes 
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Management tra ining was given t o  government employees a s  
part of a ser ies of eight management seminars i n  a 
cert i f icate program offered by a quas i-governmenta l  
deve lopment agency . Most attended voluntari ly . The six hour 
unit on " Leadership Styles" was presented on a s ingle 
occas ion at a resort meeting s ight by a tra ining consultant . 
The participants , f ive men and f ive women , were c ivil 
servants from var ious city and county departments . Seven 
were managers . The average tenure was 7 . 8 2 years , but if  
one person with over 40  years tenure was removed , the 
rema ining part ic ipants had an average of 3 . 8 2 years tenure . 
The week before training , questionnaire packets were sent 
with a cover letter from the agency director expla ining the 
research and requesting participation . Pre-tra in ing 
questionna ires were f i l led out before coming to the seminar , 
and post-training questionna ires were f i l l ed out at the end 
of the sess ion . Based on the number who attended the seminar 
and a lso completed the quest ionna ires , the response rate was 
approximately . 5 0 .  
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Management Deve lopment Firm # 1  
Communication Ski l ls , N = 1 2  
Communicat ion ski l l s  tra ining was given as part o f  annual 
inservice tra ining to the entire staff of a management 
development center associated with a southern university . 
The staff customar ily receives annual onsite inservice 
tra ining . This three day seminar was given by an outs ide 
consultant frequently used by the agency to del iver 
communication ski l l  tra ining to its clients . The 
partic ipants , f ive women , three men and four unspecified , 
had an average tenure of 3 . 9 0 years . Six were supervi sors . 
The quest ionna ire packets were given out to a l l  trainees 
three days before the tra ining began . Pre-tra ining 
questionna ires were f i l led out before coming to the 
training , and post-training questionna ire was completed by 
most participants two hours before the end of the last day . 
Two part icipants comp leted theirs the week after training 
ended . The response rate was . 4 8 .  
Soc i a l  Processes 
Management Development Firm #2 
Finance Basics , N = 17 
1 4 6  
Finance tra ining ( strongly encouraged by the 
part icipant ' s  company ) was given to participants at a 
management development center associated with a large south 
eastern univers ity . Participants were drawn from a var iety 
of local bus inesses for a one day seminar on f inance , one of 
a series of eight units be ing offered as part of a 
management development sequence . Thirteen participant were 
supervisors or managers from various levels  in their 
respective organi z ations , four were nonsupervisors . There 
were nine men , eight women , with an average j ob tenure of 
3 . 4 6 years ( 2 . 2 2 years if  two participants with unusua l ly 
long tenures were removed ) . A copy of the questionna ire and 
ample scan forms were sent to the development center . They 
copied and ma i led them to the part icipants the week before 
the seminar . Participants f i l led out the pre-training 
portion before coming to tra ining , and comp leted the post­
tra ining portion at the end of the seminar . Comp leted 
questionnaires were ma i led back to the researcher . Seventeen 
out of an est imated twenty tra inees completed the 
questionna ire for a response rate of . 8 5 .  
Soci a l  Processes 
Univers ity Employee Development 
Word Process ing/Database , N = 12  
147  
Computer software training was given to emp loyees from 
various departments of a large southern univers ity . The 
training was conducted by an in-house tra iner . For this 
research , data from participants taking e ither of two 
computer courses were combined . Some participants were 
required to come , others came voluntari ly .  A l l  part icipants 
were women with an average tenure of 4 . 6 6 years . Seven were 
non supervisory , one was a supervisor , and four did not 
spec ify . Twelve hours of Wordperfect tra ining over eight 
days , or nine hours of dBase tra ining over three days was 
given at an employee development computer lab . Twenty pre­
registered partic ipants were contacted by phone to see i f  
they were w i l l ing to part ic ipate , and 1 5  agreed . 
Questionna ire packets were hand del ivered . Schedule changes 
occurred that prevented severa l from coming as origina l ly 
p lanned . Twe lve returned completed questionna ires to the 
tra ining department , for a return rate of . 6 0 .  The 
researcher retr ieved the surveys from the development 
off ice . 
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Multis ite Banking Institution 
Computer Data Retrieva l / Product Knowledge , N = 10  
Mandatory tra ining was given to customer service 
representat ives of this multi-branch banking inst itution . A 
tota l of f ive days of tra ining , each topic given one month 
apart , covered Reta i l  Credit ( two days ) , Product Sales ( two 
days ) and CRT ( one day ) . The training was conducted by the 
training director . At the conclusion of each unit , an 
obj ective 1 0 0  point test was given . The average of the three 
tests ranged from 96 to 1 0 0  points , with 9 8  be ing the mean . 
Ten consumer service representat ives , a l l  women , 
part ic ipated , with an average j ob tenure of 6 . 6 1 years . 
Part icipants were ma i led the questionna ires three days 
before the f irst day of tra ining , and completed the post 
tra ining portion at the end of the last day . Ten of twelve 
trainees responded by completing the questionna ire for a 
response rate of . 8 3 .  
Chemical Manufacturer 
SPC Tra ining , N=3 1 
Soc i a l  Processes 
1 4 9  
Stat istica l Process Contro l tra ining was given to 
trainees at a chemica l manufacturer located in north centra l 
region of the U . S  . .  This training cons i sted of f ive days of 
training conducted by a tra ining consultant and subj ect 
matter experts from the host organizat ion . Two thirds of 
the tra inees carne from the sponsor ing organ i z at ion , with the 
ba lance from other manufacturers in the area . Most trainees 
had been sent by their supervisors and had an average j ob 
tenure of 2 . 7 6 years . The participants , 2 4  men and six 
women and one unspec ified , were pr imari ly engineers , with 
some proj ect managers . The sponsor ing company ma i led the 
questionna ires to pre-registered partic ipants the week 
before the tra ining began . Of the number who attended 
tra ining , 3 1  of 3 2  returned questionna ires . The 
questionna ires were completed before corning to the f irst day 
of tra ining . The post-tra ining questionnaire was f i l led out 
the last few minutes of the SPC seminar , and then ma i led 
back to the researcher . 
Home Manufacturer 
Direct Sales , N = 3 1  
Soc i a l  Processes 
1 5 0  
Mandatory sales tra ining was given t o  recently hired 
employees sales people of a multistate hous ing manufacturer . 
The f ive day tra ining course was given at the corporate 
headquarters by the tra ining director . Six tra inees were 
women , 2 4  were men , and one was unspec i f ied . Eight were 
supervisors and thirteen were nonsupervi sors , with an 
average j ob tenure of 1 . 6 3 .  I f  three unusua l ly long tenures 
were taken out , the average tenure of the rema ining 2 8  
trainees was . 4 1 years . Pre-tra ining quest ionna ires were 
f i l led out at the beginning of the first day of tra ining , 
and the post-training questionna ire was f i l led out at the 
end of the last day . Two of the trainees missed the f irst 
day of tra ining . Of the 3 3  taking the course ,  3 1  comp leted 
the questionnaire , for a response rate of . 9 4 .  
Soc i a l  Processes 
Japanese E lectronic Manufacturer 
Tra in the Tra iner , N = 2 3  
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Mandatory "Train the Tra iner" training was given to l ine 
supervisors and workers of a Japanese owned e lectronics 
manufacturer . The tra ining was des igned and team presented 
by a consultant connected with a local univers ity and a 
subj ect matter expert ( supervisor ) . The two and a hal f  day 
training was given onsite to twelve men and eleven women . 
S ix participants were supervisors , one was a nonsupervisor , 
and sixteen did not specify whether they were supervisor or 
not . The average j ob tenure was 1 . 69 years . The company 
d istributed the quest ionna ires three days before tra ining 
began so that the participants could complete the pre­
tra ining portion prior to c lass . The post-training 
questionna ires were completed the last few minutes of class . 
Of thirty people taking the course , 2 3  participated , for a 
response rate of . 7 6 .  
Soc i a l  Processes 
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APPENDIX B 
Soc i a l  Processes 
PRE-TRAINING AND POST-TRAINING QUESTIONNAIRES 
The consent forms and items from the questionna ires 
follow .  
1 5 3  
S ocia l Process es 
QUESTIONNAIRES ( CONT INUED ) 
INF ORME D C O N S E N T  
I w a n t  t o  :f i n d  o u t  w h ll t  k i n d �  o f  t h i n g �  a f f e c t  h o w  "W e l l  
p e opl e l e a rn i n  t r a i n i n g  c o u r � e � . P l e a � e  l o o k  ov e r  t h i �  s t u dy 
s umma r y  o f  h o w  you c an h e l p  and what I "W i l l  b e  d o i n q  w i t h  t h e  
i n f o rm a t i o n  y o u  q i v e  Jntt . 
Y OU W I L L  BE A S KE D  TO F I LL OUT TWO QUE S T I ONNA I RE S . 
O n e  b e f o r !!l  t r a i n i n g  b e g i n s  ( ab o u t  4 0  M i n u t e s ) a n d  a n o t h !!l r  a f t !!l r  
y o u  h a v e  comp l e t e d  t r a i n i n q  ( a bout 5 M i n u t e s ) D tt p e n d i n q  o n  
y o u r  o r g a n i �: ll t i o n , y o u  Jn a y  a l s o  b !!l  t e s t e d  o r  a s k f'l d  t o  
demon � t r a t e  y o u r  k n ow l e d g e  o f  w h a t  i s  t a u g h t  i n  t h e  t r a i n i n g . 
T h e r e  a r e  n o  k n o w n  r i s k �  i nv o l v e d  w i t h  t h i s r e s e a r ch . 
YOUR I D EnT I T Y  n i LL BE Ja: P T  CONF I D EN T I AL . Y o u r  i n d i v i du a l  
r !!l � p o n � e �  w i l l  b e  s e n t  t o  Jn !!l  f o r  r e s !!l ll r c h  p u r po l!l !!l !!l  o n l y . I w i l l  
r e c o rd t h em o n t o  a c ompu t e r  f o r  a n a l y s i � . A l l  d a t a  w i l l  b e  k e pt 
i n  a u n i v e r s i t y  c omp u t !!l r  f i l e . N o  onf! f ro m  y o u r  o r g a n i z a t i o n  
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w i l l  b !!l  ab l !!l  t o  c o n n e c t  y o u r  s u r v e y  r tt s p o n � e �  t o  y o u . Y o u r  
r e s p o n !!l e �  w i l l  b !!l  i n  S !!l a l !!l d  • nv !!l l o p e �  t h a t  w i l l  b e  p u t  i n  a b o x  
a n d  g i v e n  t o  Jn e . O n l y  s umma ry r e s u l t s  f r o m  a l l  p a r t i c i pa n t s 
w i l l  b e  a v a i l ab l tt  t o  y o u r  o r q a n i z a t i o n  t o  a s s i e t  t h f'l m  i n  
t r a i n i n g  e v a l u a t i o n . 
Y o u r  i de n t i f i c a t i o n  numb e r  w i l l  be u !!l e d  t o  m a t c h  b o t h  
p a r t !!! o f  y o u r  s u rv e y  !'! O  i t  i l!l  imp o r t a n t  t o  u s e  t h e  s am e  o n e  f o r  
b o t h  p a r t s . T h e  c omb i n t!l d  i n f o rm a t i o n  w i l l  b e  u s t!l d  t o  d i !! c ov e r  
h ow l i f e  i n  y o u r  comp any o r  o r ga n i z a t i on a f f e c t !!  h o w  m u c h  i s  
l e a r n e d  i n  t r a i n i n g  co u r !!l !!l s . 
I f  y o u  
p l e a s e  
h a v e  a n y  qu e s t i o n !!l  
c o n t a c t : 
ab o u t  t h e  s t u dy ,  
CA T H Y  C LARK 
e i th e r  
4 1 3  S T OKELY MANAGEMENT C E N T E R  
UN IVERS I T Y  O F  T E NN E S S E E 
KNOXVI LLE , TN 3 7 9 9 6 - 0 5 4 5  
o r  c a l l : 6 1 5  9 7 4 - 3 1 6 1  
n o w  o r  l a t e r ,  
I F  YOU ARE WI LLI N G  T O  H E LP , P LEASE F I LL OUT T HE BOTTOM OF 
T H I S  F O RM AND THEN COMPLETE THE QUE S T I O NN A I RE . O n c e  I s e e  t h a t  
y o u  h a v e  g i v e n  m e  p e rmi s s i o n  t o  u � e  y o u r  r e s p o n � e � , t h e s e  
c o n s e n t  f o rm w i l l  b e  t o r n  o f f . 
P LEAS E U S E  P EN C I L  ONLY ! 
NAME ( p l e a s e  p r i n t ) 
S I GNA T U R E  _________________________________________ D A T E  ______________ ___ 
T O  
A T  
Y OUR H E LP I N  T H I S S T UD Y  I S  V O L UN TARY , AN D Y O U  Hl\ Y  
P AR T I C I P A T E , I F  Y O U  W I S H . AL S O ,  Y OU MA Y QU I T  W I T H O U T  
A N Y  T I ME B E F O R E  Y O U  COMP L E T E  T H E  QU E S T I O N NA I R E S . 
T H ANK Y O U  FOR YOUR H E LP . . . .  
RE F U S E  
P E N A L T Y  
S o c i a l  Proces s e s  
I �! P T ! F ! C AT I ON NUMBER 
JOB T I TLE 
MAJOR JOB DUT I E S  
T I M E  IN T S  I S  ,JOB 
QUESTI ONNAI RE S  ( CONT I NUED ) 
TRAINING S URVE Y  PART ONE 
B IODATA 
T _ ORCU I Z.A T I ON 
JOB LrVl:L 
'!: S I S  JOB I S  TOLL __ PART T I ME  __ P . R . N .  __ 
WEAT PART OF YOUR JOB INCLUDES WORICINC WITS PEOPLE AT TEE SAME LJ:VI:L I N  YOUR 
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ORCAN I Z A T I ON ?  ( CR E C X  ONE . )  M O S T  __ LARC:J: PART ___ SOME __ SMALL PART __ NONE __ 
BOW MANY ARE IN TH I S  IMMEDIATE WORIC CROUP ? _________ _ 
IF YOU ARE A KANACJ:R , BOW MANY PJ:OPU DO YOU D I RECTLY SOPJ:RV I S J: ?  
NAME OF TRAINING COORS!: 
BRI EFLY D E S C R I B E  TIE COORS!: YOU ARE '1:.\XINC: : __________________________________________ __ 
LENCTR OF 'I'RA I N IN C  COORS!: 
W E O  I S  D O  I N C  TIE TRAIN I N C ?  ( CBI:CX ON!: . )  
COMP A N Y / ORCAN I Z ATI ON T RA I N I N C  D J: P ARTMI:NT 
OUT S I D E C O N S U LTANT OTHER ( S P J:C IT Y l ________________________________________________ __ 
W E I C H  OF 
NO COURSE 
T E E  
FEE 
FOLLOWINC BEST D E S CRIBES 
COMPANY PAID ----
WSO P A I D  F O R  
SPLIT C O S T  
'!:S I S  COUR S E : ( CBECX 
I PAID ALL 
ON E .  I 
W S I C E  
A T  A 
OF TBE TOLLOWINC BJ:ST D E SC R I BE S  WSJ:RJ: T H I S  COORS!: I S  B!: I NC TAXEN : ( C BI: C l':  ON!: . )  
P U B L I C  K!: E I I N C  S I TE ( H OTEL , RX SOR T )  UNIVERS ITY 
AT MY WORKPLACE __ AT �.!WISER COMPANY BRANCH __ OTB!:R ( SP I: C I T Y )  __________ _ 
D I S T R I BUTE 1 0  P O I N T S  ACCORDINC TO lOW MOCB I N F LU!:NCI J:ACB BAD ON YOU A T T E N D I N C  T H I S  
TRA I N  I N C  COUR S E . MAl(!: SOP.!: T H E Y  APP pP �o 10, AND P Ll:ASE O S !:  Jl. O R  HBOL.E Npu � rRs . 
NO HALF P O I N T S , P LI:A S J: t 
YODRS!:LF 
OIBER I:MP LOY E E S  ( N O I  S U P ERV I S O R )  
YOUR SUPERVISOR 
SOMEONE ABO'J1: YOUR SUPJ:RVI S O R  
O ! E E R  ( P I.I:>.Sl: S P J: C I T Y )  
TOTAL 10 P OINTS 
S o c i a l  P r o c e s s e s  
QUESTI ONNA I RE S  ( CONTINUED ) 
NOW , ANSWER 'l'HE US 'I' OF 
PLEASE F I LL OUT 'l'HE F I R S T  4 
T H I S  QUX S T I ONNA IRE US ING 'l' H E  S CAN FORM . 
S PACES AND COLUMNS OF 'l'HE IDENT I F I CA T I ON 
NUMBER AREA WITH T HE ID NUMBER ON THE PREVIOUS PAGE OF T H I S  
QUE S T I ONNAIRE . { T HE LAS T  6 SPAC E S  WILL B E  BLAN!': . )  T HEN , A S  YOU AN S WE R  
T HE QUE S T I ON S , B E  SURE YOUR P ENCIL MAR!':S ARE DAR!': AND COMP LE TELY F I L L  
:LN T H E:  NUMBERED C I R C LE S . ERASE AN Y  CHAN G E S  COMP LETELY . 
P e ople e n r o l l  in t r.a ininq c l a a a e s  ! o r  a variety of rea s ons . Think 
about bow it va s dec ided that you would t ak e  t h i s  t ra in i ng c o u r s e . 
U s e  o n e  o f  the f o l l owing s c a le anchors t o  a bov bow much you a g reewith 
e a ch o f  
1 . 
2 .  
3 .  
4 • 
5 .  
6 .  
the f o l l ow ing statement s .  
St rongly 
D i s agree 
1 
S ome what 
D i s a g ree 
2 
Ne ither Agree 
Nor D i s a g re e  
3 
S omewhat 
Agree 
4 
S t r ongly 
Ag ree 
5 
Someone aboye my euperyiaor requ i r e d  that I t a k e  t h i s  
t r a i n i n g . 
My euperyi;,or requ i red that I take t h i s  t r a in i n g . 
I e n r o l l e d  in this t ra in i n g  c o u r s e  because o f  m:z. de s i r e s  
f o r  t r a i n i n g . 
I v a s  able t o  
t r a in in g  ' c o u r s e  
ma ke sugge s t ions 
I w o u l d  t a k e . 
to my supervi s o r  a bout 
My s u p e rv i l'l o r  
p a r t i c ip a t i o n 
l i s t e n e d  
in t h i s  
t o  my p r e f e r e n c e s  
t r a ining c o u r s e .  
reg a rd i n g  my 
what 
I va s invo lved in the de c i s ion r e g a r ding my e n r o l l.me n t  i n  t h i l'l  
t r a i n i n g  c o u r s e . 
1 56 
S o c i a l  Pro c e s s e s  
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QUESTI ONNAIRES ( CONTINUED ) 
i n f lu e n c e  on you r 7 .  OTHER THAN YOURS ELF , who h a d  
p a rt i c i p a t i o n  i n  t h i a  t ra in i n g  
be t hl!! t r a i ni n g  de c i a i on S OURCE 
t h e  mo a t  impo r t a n t  
c o u r s e ?  C h o o s e  � 
r e f e r red t o  in t h e  
o n l y . ( Y o u r  c h o i c e  w i l l  
n e x t  1 2  qu l!! a t i o n s . )  
My Workg roup 
Members 
My Supervi s o r  S omeone Abovl!! 
My Supervi s o r  
3 1 2 
NOW , TH INKING ABOUT 
QUE S T I ON S  US ING THE 
T H I S  ONE S OURCE , P LEAS E ANSWER EACH OF THE NEXT 1 2  
FOLLOWING SCALE . Ka r le  � r e s p on s e  f o r  e a ch qu e s t i on . 
S t rongly 
D i a agree 
1 
T H I S  SOURC E : 
Somewhat 
D i s agree 
2 
Ne i t h e r  Agree 
Nor D i a agree 
3 
Somewhat 
Agree 
4 
S t rongly 
Ag r e e  
5 
B .  i s  knowl edge able e nough to know if I should t a ke t h i a  t r a i n ing . 
9 .  knowa what ia involve d  in my j ob .  
1 0 . i a  a w a re o f  my leve l o f  j ob p e r f o rma n c e . 
1 1 .  i a  a w a re o f  wh a t  t r a in i ng I need t o  imp rove my j ob p e r f o rma nce . 
1 2 . i a  a w a r e  o f  w h a t  I would like t o  a chieve in my j ob / c a ree r .  
1 3 . i a  a wa re o f  what t r a i n i n g  I need t o  a t t a i n  my c a r e e r  g o a l a . 
1 4 . k n o w  a a b o u t  t h e  c ontent of t h i a  t r a ining c o u r :5 e . 
1 5 . know a what ia n e eded t o  get ahead in t h i a  o r g a n i z a t i on . 
1 6 .  c a n  be c ou n t e d  on to give me hone at f eedb a c k  on how I am d o i n g . 
1 7 . h a s  a l w a y a  d e a l t  f a i r l y  w i t h  me .  
1 B . I h a ve t o  be c a r e f u l  about what I a a y  a r ound t h i a  s ou r c e . 
1 9 . I h a v e  a high degree of t r u a t  in t h i a  11 o u r c e  ' "  i n t e n t i o n "  t o w a r d me . 
S oc i a l Pro c e s s e s  
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QUE S T I ONNA I RE S  ( CONT INUED ) 
Think o f  what it will be lilt"' t rying t o  Ulle t he nl!!w ll k i l l ll  o r  knowledge 
learned in this course back on your job . Fill  i n  the c i rcle on the .s c � n  
form that s hows how much you agree with the follow ing s t a t ements about the 
condi tions in your workgroup . P le a s e  Ulle the fol lowing s c a le . Mark .Qlli; 
response f o r  each 
S t rongly 
Di s ag ree 
1 
que s t ion . 
Somewhat 
D i s a gree 
2 
Neither Agree 
No r Disagree 
3 
WHEN I RETURN FROM TRAINING , I BELIEVE : 
Somewhat 
Agree 
4 
St rongly 
Ag ree 
5 
3 5 .  that the people I work with most often will be impat ient i f  I t ry out 
any new s ki ll s . 
3 6 .  my coworkers will allow me t o  get accust omed t o  u s ing my new s k i l l s  
on the j ob . 
3 7 . my u s ing the t r a ining course procedure s w i l l  be r e s i s t ed by my 
c o w o r ke r s . 
3 8 . my c oworkers will ac cept me making mistakes on the j ob a s  a nece s s a ry 
p a rt of my t rying out new s k i ll s . 
3 9 .  my coworke r s  w i l l  not coope rate with me in us ing the s k i l l s  t aught in 
the t r a ining cours e . 
4 0 . my supervi sor will be impat ient if I t ry out my new s k i l l s . 
4 1 . my supervisor will a l low me t o  get accustomed t o  U ll ing new skills  on 
the j ob . 
4 2 .  my l!upervi sor will help me get s t a rt ed us ing my t r aining e ltil l s . 
4 3 .  my supe rv i s o r  will prevent me f'rom us ing the procedure s t aught in the 
t r a i n ing cour s e . 
4 4 . my supe rvi sor will accept me malting mi stakes on the job as  a 
necess ary part of my t rying out nev skill s . 
4 5 . my :!! upe rvis o r will not be t o lerant o f  any changes in h ow th ing s a r e  
d o n e . 
4 6 . my s u pe rvi s o r  i s  a l ready using the ll k i l l s  taught in t h i s  c o u r � e . 
S oc i a l  P r o c e s s e s  
QUE S T I ONNAIRES ( CONTI NUED ) 
F o r  s ome peop l e ,  the i r  j ob i s  the mo s t  impo rt ant p a rt o f  th e i r  l i f e . 
othe r e , t h e i r  n o n -wo r k  a c t i v i t i e s  a r a  more impo r t a n t  
how invo lved you a re with your j o b ,  and respond t o  
que e t i o ne with t he f o l l ow i n g  s c a l e  t o  show how much 
s t a t eme nt s .  Ma r k  
S t rongly 
D i s agree 
1 
� r e s p o n s e  f o r  each que s t i o n . 
S omewhat 
D i s a g ree 
2 
N e i t h e r  Ag ree 
No r D i s a gree 
3 
S omewh a t  
Agree 
4 
t o  
t h e  
you 
2 0 .  I am v e ry much pe r e onna l ly involved with my w o r k . 
2 1 . I l i v e , e at ,  a n d  b r e athe my j ob . 
them . T h i n k  
next t h ree 
a g r ee with 
S t rongly 
Agree 
5 
2 2 . The me e t  impo r t a n t  t h inge which h a ppen t o  me i nv o l v e  my j ob .  
Think about how 
f o l l ow ing a c a l.e 
s t a t eme n t s .  Ma r k  
t h i s  t r a i n i n g  c o u r s e  may b e  u s e ful. t o  you . 
t o  show how muc h  you agree w i t h  e a ch o f  t h e  
Q.H.E:. r e s p o n s e  f o r  e a ch que s t i o n . 
T h e n  u s e  
next 1 2  
S t r ongl.y 
D i s a g r e e  
1 
S omewhat 
D i s a gree 
2 
Neither Agree 
Nor D i s agree 
S omewhat 
Agree 
S t rongly 
Ag r e e  
3 4 5 
I BEL IEVE T H I S  TRAINING WILL : 
2 3 . h e l p  me do h i gher qu a l. i t y  work . 
2 4 . h e l p  me imp r ove p e r f o rma n c e  in my current j ob .  
2 5 . f o c u s  o n  a n  a r e a  o f  my j o b  where I n e e d  imp r oveme n t . 
2 6 .  make me m o r e  e l igible f o r  a p romot i o n . 
2 7 . m a k e  me mo r e  e l. i g ib l. e  f o r  a wage i n c re a e e . 
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F o r  
about 
the 
the 
2 8 . m a k e  me more e l. igible for a mo r e  d e l! i r e a b l e  j o b a l! s i gnme n t  i n  t h i l!  
c o mp a n y . 
2 9 .  imp r ove my c h a n c e l!  to get a bette r j ob with a n o t h e r  company . 
3 0 . i n c r e a s e  my f u t u r e  j ob p r o s p e c t s  and opp o r t u n i t i e l! . 
I B E L IEVE THE S K ILLS TAUGHT IN T H I S  COURSE WILL : 
3 1 . be impo r t a n t  f o r  my j ob dut ie !l .  
3 2 .  h e l.p me i n c r e a e e  my p r o d u c t iv ity on t h i "  j ob . 
3 3 .  e n a b l e  me to do my j ob more e f f i c i e n t l y . 
3 4 .  h e l p  me t o  r e d u c e  my j ob l! t re " " . 
S o c i a l  Proc e s s e s  
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QUE STI ONNAIRES ( CONTI NUED ) 
Think a b o u t  t h e group of p.,ople that you work with r e gu l a r ly . N o w ,  k e eping 
a t yp i c a l  member of this wor k g roup i n  mind, f i l l  in the n umbered c i r c l e  on 
the a c a n  f o rm that g i ve s t h e  be:t e11timate o f  how often the followino: 
thint]:l occur . O s e  t h e  f o l l o wing a c a l e  f o r  a l l  que s t i o n s ,  a n d  mark only Ql:U; 
r e s p o n s e  f o r  e a ch . 
Almo s t  Never 
1 
S e ldom 
2 
S omet imea 
3 
O a u a l l y  
4 
Almo s t  Always 
5 
4 7 . I l e a rn a l ot f r om working with the typi c a l  pe r s on i n  my workgroup . 
4 8 . Whe n  h e / a h e  a c h i e v e a  g o a l s , it ma k e s  it m o r e  d i f f i c u l t  f o r  me t o  
a c h i e v e  mine . 
4 9 .  We w o r k  s e p a r a t e l y . 
5 0 . H i s  o r  h e r  g oa l s  a r e  i n c omp at ible ,ith mine . 
5 1  . H i s  o r  h e r  s u c c e s s  come s  a t  t h e  e xpe n s e  o f  mine . 
THE TYP I CAL MEMBER OF MY WORKGROUP : 
5 2 . e n j oys w o r k i n g  o n  t a s ks t h a t  requ i r e  c o operati o n . 
5 3 . c o n ce a l s  or mi s r epre s e n t s  i n f o rma t i on t h a t  " o u l d  be h e lp f u l  t o  o t h e r s  
i n  m y  wo r k g r o u p . 
5 4  . p r e f e r s  to w o r k  a l one . 
5 5 . w i l l ingly s h a r e s  i n f o rma t i o n  with c oworke r s . 
5 6 .  i s  i n d i f f e r ., n t  i f  I a t t a in my go a l s . 
5 7 . p a s s e s  on impo rt a n t  i n f o rma t i o n  t o  me . 
5 8  . i s  p l e a s e d  when I a u c c ee d . 
5 9 . i s  u n i n t e r e s t e d  in t h e  f l ow o f  i n f o rm a t i o n . 
6 0 .  s h ows a s  much c on ce rn f o r  my g oa l s  a s  f o r  h i s / h e r ' s .  
6 1 . w i t h h o l d s  imp o r t a n t  i n f o rm a t i on f r om me . 
6 2 . d o e s n ' t  know wh a t  I want t o  a c comp l i s h . 
6 3 . h e lp :�  me f i nd ways to a c hieve my ob j e c t ives . 
6 4 . l i k e s  t o  demo n s t r a t e  h i s / h e r  s upe r i o r ity . 
6 5 . l o o k s  out f o r  h i s / h e r  own w e l f a r e  ra t h e r  t h a n  t h a t  of t h e  g r o u p . 
6 6 .  g i v e "  h i g h  p r i o r i t y  to my g o a l e . 
S oc i a l  Proc e s s e s  
QUESTI ONNAIRES ( CONT I NU E D ) 
THE TYP I CAL MEMBER OF MY WORJI:GROUP : 
Almo � t  Neve r 
1 
S e ldom 
2 
Sometimes 
3 
6 7  _ re � t r i c t e  my a t t emp t e  f o r  improvement . 
U s u a l l y  
4 
6 8 _ p r e f e r �  to w o r k  a lone r a t h e r  t h a n  with me _ 
6 9 _ h e l p �  me grow a n d  deve l o p  on t h e  j ob . 
7 0 _ i �  d i � t u r b e d  by my a c c omp l i e hment e .  
Almo s t  Al waye 
5 
7 1  _ i �  uncon c e rned whethe r I get ahead in t h e  o r ga n i 2: a t ion . 
7 2 . t a ke �  p r i d e  in my a c c omp l i e hment e .  
7 3 .  � t ru c t u r e �  t h in g �  t o  f a v o r  h i e / h e r  g o a l � _ 
7 4 _ l i k e �  to g e t  rewa rd� t h r o u gh h i e / h e r  own i n d ividua l w o r k . 
7 5 _ � h a re �  i de a �  a n d  r e ,. o u r c e "'  with me _ 
7 6 _ t r i e �  h a rd to l o ok b et t e r  t h a n  me . 
7 7 . e t ru c t u r e "'  t h i n g �  f o r  o u r  g o a l e . 
7 8 _ f e e l �  t h r e a t e ne d  when I l e a rn new e k i l l e  a n d  k n o w l e dge . 
7 9 _ i "'  int e re ,. t e d  in wh at I want to a c c omp l i "' h  _ 
8 0 _ � t ru c t u r e "'  t h i n g �  h i ,. / he r  w a y  a n d  i gn o r e "'  my i n t e re � t "' . 
8 1  _ h e l p �  me do a g o o d  j ob _  
8 2 _ t r i e �  t o  make me l o o k  i n e f f e ct ive _ 
8 3 _ l i k e "'  t o  ehow t h a t  h e / e h e  know"' more t ha n  I .  
8 4 _ i e  t o o bu�y t o  be inte re e t e d  in what I want _ 
8 5 _ g o e �  out of h i !l / h e r  way to undercut my e f f o rt "' . 
8 6 _ get "' in the way o f my growth and devel opment _ 
8 7 _ i �  c o= i t t e d  t o  h i 15 / h e r  o b j e c t i ve "  a n d  u n c o n c e rned about mine -
8 B _ v a n t a  me to do p o o rl y _ 
1 6 1  
S o c i a l  Pr o c e s s e s  
1 6 2  
QUESTI ONNAIRES ( CONTINUE D ) 
'I h i n lt  a b o u t  t h i s  t r a ining c o u r s e  and y o u r  w i l l i ngn e s s  t o  l e a rn the s k i l l s  
o r  know ledge t h a t  w i l l  b e  p r e s e nt e d . 'Ihe n ,  u s ing t h e  :f o l l o w i n g  s c a l e ,  
in the numb e r e d  c i rcle of the s c a n f o =  t h a t  b e s t  s t at e s  how much you 
a g r e e  with the 
S t rongly 
D i s a g ree 
1 
s t a tement . Mark lllU:. r e s pon s e  
S omewhat 
D i s agree 
2 
Ne i t h e r  Agree 
No r D i s agree 
3 
:f o r  e a c h  
S omewhat 
Agree 
4 
que s t i on . 
S t rongly 
Ag ree 
5 
8 9 .  I will try to learn "$ mycb 0,1 I c,an f r o m  t h i a  t r a ining cou r a e . 
9 0 . I vill make a apeci al effort t o  complete all a a a ignment a . 
:f i l l  
9 1 . I v i 1 1  put forth conaider able e f fort i n  l e arning t h e  a k i l l a  t a ught in t h i a  c l a a a . 
9 2 . I am l ooking forward to attending t h i a  t r aining c o u r a e . 
9 3 .  I plan on putting out a minimum of e ! !ort in t h i a  c o u r a e . 
9 4 . I am vi11ing to focus all my attention on l e ar n i n g  the m a t e r i a l  prea ented i n  t h i a  
c o u r .c e . 
9 5 .  I plan to u a e  t h i •  cour • •  to l e a rn a n•w way ot doin.g thinq a . 
9 6 .  I plan to r e a l l y  get involved i n  l e arning the m a t e r i a l  pre a e n t a d  in t h i s  t r aining 
c o u r a e . 
9 7 . I am willing t o  u s e  my oyn time t o  prepare t o r  cl a a u  by r e adinq . p r a c t icing 
s k i l l s ,  doing a s s i gnment • .  e t c . 
THANKS FOR COMP LE T ING 
QUE S T I ONNA I RE ! 
P l e a s e  b r i n g  t h i s  qu e s t i o nn a i r e  
THI S 
t o  y o u r  t ra i n i n g  s emin a r . At t h e  
e n d  o f  t h e  s emin a r ,  y o u  w i l l  b e  a s k e d  t o  f i l l  o u t  a v e ry s h o r t  
s u rv e y  a b o u t  how much you f e e l  y o u  have 
u s e  a s ep a r at e s c a n  f o rm f o r  t he s e c o n d  
i d e n t i f i c a t i on n umb e r  i s  u s e d  o n  b o t h . 
Wh e n  y o u  
e nv e l op e , 
e n v e l ope 
have f i n i s h e d  both par t s , p u t  
a l o n g  w i t h  t he s i g n e d  c o n s e n t 
i n t o  t h e  b o x . 
l e a rn e d . B e  s u r e  t h a t  
s u rve y ,  a n d  t h a t  t h e  
t h em i n t o t h e  ma n i l l a  
f o rm . T h e n  put t h e  
y o u  
s arne 
S oc i a l  Proce s s es 
QUESTI ONNAIRES ( CONT I NUE D ) 
I NFORMED CONSENT PART 2 
T HANKS F O R  COMP LE T I N G  THE F I RS T  
Q UE S T I ONNA I RE . 
Now that y o u  have comp l e ted y o u r  t r a i n i n g ,  I w o u l d  l i k e  
you t o  f i l l  o u t  a short que s t i onna i re ab out how much y o u  think 
you l e a r n e d  i n  t h e  t r a i n i n g  c o u r s e . I f  y o u r  t ra i n e r  gave you a 
t e s t  on the t r a i n i n g ,  I w i l l  be u s i n g  t hat i n f o rmat i o n , t o o . 
R e c o r d  y o u r  I D  numb e r  ( s e e  the top o f  the n ext p a g e ) on your 
s ca n  f o rm . Aft e r · y ou comp l e t e  the s e cond part o f  t h e  s u r v e y ,  
s ea l  b o t h  t h e  f i rs t  and s e c o n d  p a rt s ,  the two s c an f o rms , and 
the cons ent f o rms i n t o  t h e  man i l l a  e n v e l op e  and d r o p  i t  i n t o  
t h e  box . T h e  e n t i r e  box w i l l  be d e l iv e r e d  t o  me unope n e d . 
U S E  PENCIL ONLY 
P LEASE BE SURE TO U S E  T HE SAME 
I D ENT I F I CA T I ON NUMBE R  ON B O T H  
Q UE S T I ON N A I R E S . 
1 6 3  
Y o u r  que s t i o nn a i r e  r e s po n s e s  w i l l  be k ept c on f i d e nt i al , and 
no o n e  at t h e  o rg a n i z at i on wi l l  eve r  f i n d  o u t  what y o u  s a i d  on 
it . I w i l l  b e  c ombi n i n g  y o u r  respons e s  w i t h  tho s e  of other 
p e o p l e ,  so y o u r  answers w i l l  not b e  i n d i v i d u a l l y  i de nt i f i e d . 
I f  you 
l a t e r ,  
have any que s t i o n s  
p l e a s e  c o n t a ct 
about t h e  
CAT H Y  C LARl<  
r e s e a r c h ,  e it h e r n o w  o r  
4 1 3  S T OKELY MANAGEMENT CENTER 
UN I VE R S I TY OF T ENNE S S EE 
KNOXV I LLE , TN 3 7 9 9 6 - 0 5 4 5  
o r  c a l l : 6 1 5  9 7 4 - 3 1 6 1  
P LEASE F I LL OUT THE BOTTOM OF THI S  F ORM AND T HEN COMP LETE T HE 
QUE S T I ONNA I RE . Thi s  s h e e t  w i l l  be t o r n  o f f  a f t e r  I s e e  that you 
will a l l ow me t o  use your s u rvey f o r  the r e s e a r ch . 
NAME ( p r i nt ) 
__________________________ __ 
D A T E  
______________________ ___ 
S I GNATURE 
Y OUR HE LP ON T H I S S TUDY I S  
F I L L  OUT T H I S QUE S T IONNAIRE 
WI L L  AGREE TO ANSWER T H E S E  
H E L P  ME TO BE AB LE TO U S E  
VOLUNTARY , AND Y O U  MAY REFUSE TO 
I F  YOU W I S H . HOWEVER ,  I HOPE YOU 
QUE S T I ONS , BECAUSE IT WOULD REALLY 
YOUR RE S P ONSES I N  MY RE S EARCH .  AGAIN , 
THANK YOUR FOR HELP I N G  ME IN TH I S  S TU D Y ! 
S oc i a l  Proce s s e s  
QUESTI ONNA I RE S ( CONTINUE D ) 
TRA INING SURVEY PART TWO 
ID NUMBER 
* BE SURE THI S  NUMBER I S  RECORDED ON THE FIRST 4 S PACES OF 
YOUR S CAN FORM . 
16 4 
Think about how well you learned the material in thi s cours e . 
Completely fill in the numbered circle on the s c an form that 
shows how mu ch y o u  agree with the foll owing s t at ements about 
what y o u  o ri ginally knew and what you l e arned . U S E  THE 
FOLLOWING S CALE ANCHORS TO S HOW HOW MUCH YOU AGREE W I T H  THE 
NEXT 3 S TATEMENTS .  MARK QliE. RES PONSE TOR EACH ANSWE R . 
Strongly 
Di sa gree 
1 
S omewhat 
D i s agree 
2 
Neutral 
3 
S omewhat 
Agree 
4 
Strongly 
Agr e e  
5 
FIRS T ,  THINK ABOUT WHAT YOU IrnltW ABOUT THE TRAINING MATERIAL 
BEFORE YOU TOOle THE TRAININ G . 
1 .  I could have :shown or explained mo s t  of what w a s  t aught i n  
thi s t r ai n i ng c ou r s e  eyen before I took the traininq . 
2 .  At t h e  b e ginning o f  t h i s cours e ,  I unde r s t o o d  n o t h i n g  about 
t h e  s ub j e ct area t aught i n  t h i s  c ou rs e . 
3 .  B e f o r e  t ra i n in g ,  I us e d  t o  inco rr e c t ly p e r f o rm  s o m e  o f  t h e  
s k i l l s  t aught i n  t h e  c o u r !!l e .  
4 .  How mu ch o f  t h e  mat e r i a l  tauqh t  in t h e  t ra i n i n g  c l a !!l s  did 
you already know? 
Almos t  
None 
1 
Vary 
Litt l e  
2 
S ome 
3 
Quite 
A Bit 
4 
Almost 
Al l 
5 
5 .  Before you took thi:s cour:�e ,  how e a s y  wou l d  i t  have been 
f o r  you to apply wh a t  w a s  l a t e r  taught in t h i s  c o u r !!l e ?  
E x t r eme l y  
D i f f i cu l t  
1 
V e ry  
D i f f i cu l t 
2 
Mod e r a t e  
D i f f i cu l t y  
3 
Qu i t e  
E a :s y  
4 
Ext r em e l y  
E a s y  
5 
S o c i a l  Proces s e s  
QUESTI ONNAIRES ( CONTI NUED )  
Think about how much you NOW know about the t ra i n i ng mat erial . 
U s e  the :f o l l owing a c a l e  t o  ahow how much your aqree with the 
next 4 s t a t ement s . Mark $UlA respons e :for e a c h  i t em . 
St rongly 
Disagree 
S omewhat 
D i s agree 
Neut ral Somewhat 
Agree 
S t rongly 
Agree 
1 2 3 4 5 
6 .  B a s e d  on what I learne d ,  I am very c o n f i dent t hat I will 
know how to use the :skill!! taught in thi s c o u r s e  when I 
return t o  the j o b . 
7 .  
8 . 
9 .  
1 0 . 
I !  the oppo rtunity pre s ents i t s e l f  during t h e  f i r s t  
month I return t o  the j ob , I am ve ry c e rt a i n  t h a t  I 
remem.ber enough to u:se the t raining . 
I am c on fi dent that I 
mat e r i a l  p r e s ent e d  i n  
have a .... s .. o .,l .... i._d....___,u .... n .,d""-501!!1.;,r...,:sut,..a...wn...,d ... i..,n.._g,._ 
the t raining c o u rs e . 
of tho 
HQ.x i f  someone asked me , 
s how o r  exp lain what was 
I am confident that I c o u l d  
taught in the t ra i n i n g  cours e . 
How mu ch o f  the mat e r i a l  t aught in the t ra i n i n g  c l a s s  
di d you know a.t the ond of the training? 
Almo st Very Some Qui t e  Almo st 
None Little A Bit Al l 
1 2 3 4 5 
Now put both qu e s t i onn a i r e s  and t h e i r  
s i gned cons ent f o rm  into the man i l .a.  
p u t  them a l l  int o t h e  box . 
s c an f o rm ,  p l u s  the 
e nv e l ope , s e a l  i t , and 
T HANK S  F OR COMP LE T I NG T H I S 
QUE S T I ONNAI RE AND HE LP I NG 
I N  T H I S  RE SEARCH . 
1 6 5  
Soc i a l  Processes 
1 6 6  
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Soc i a l  Processes 
1 6 7  
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Doctorate . Over the next f ive years , she served as a 
teaching and research assistant in the Department of 
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